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ABSTRACT 
The South African businessman, Brand Pretorius, was born in the rural Orange Free 
State town of Steynsrus in 1953. Pretorius rose to prominence in the motor industry in 
South Africa and he retired in 2011 as Chairman of McCarthy Motor Holdings Limited 
the largest motor retailer in South Africa. Pretorius was selected for this 
psychobiographical study by means of purposive sampling, given his extraordinary 
business achievements. Pretorius is publicly recognised as one of South Africa’s most 
successful businessmen and leaders. Psychobiographical research typically takes into 
consideration the entire life of an individual with the aim of uncovering the story of an 
individual’s life through the lens of a particular theory.  The aim of this study was to 
explore and describe the leadership development of Brand Pretorius juxtaposed 
against the model of authentic leadership proposed by Avolio and Luthans (2003). The 
life history of Brand Pretorius was studied using a qualitative single-case study design. 
The psychobiographical research method allowed the single-case to be studied 
spanning his entire career. Data was collected from both primary and secondary 
sources. Conceptual matrices were used to organise and integrate the findings against 
the model of authentic leadership. The use of multiple data sources increased the 
validity and reliability of the research process and findings. To ensure ethical integrity 
the researcher obtained informed consent from Pretorius. The findings of this research 
study indicate that Pretorius was able to successfully display the authentic leadership 
dimensions of self-awareness, internalised moral perspective, balanced processing, 
relational transparency and positive psychological capacities throughout the course of 
his career. 
Key words: psychobiography; Brand Pretorius; authentic leadership; purposive 
sampling; qualitative single-case study. 
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Figure 1: Brand Pretorius 
I believe that leadership represents the single most important advantage of every 
world class organisation, the source of every great achievement and the bedrock of 
every extraordinary life (Brand Pretorius, 2013).  
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CHAPTER 1: INTRODUCTION 
1.1. INTRODUCTION 
This chapter provides an overview of the study and presents the conceptual 
framework employed in this study to explore, describe, and interpret Pretorius’ career. 
The background of the research, historical overview and theoretical developments of 
the study are considered. The research problem, its aims and scope are also 
discussed in addition to the definitions of key variables and the structure of the 
manuscript. 
1.2. BACKGROUND 
Psychobiography has gained increasing acceptance  in psychological research 
over the past two decades, both in South Africa (Fouché & van Niekerk, 2010) and 
internationally (Kovary, 2011; Schultz, 2005). Psychobiographical research refers to 
the systematic use of psychological theory to transform an individual life story into a 
coherent and illuminating story (McAdams, 1988, Runyan, 1988, Schultz, 2005). 
McAdams (1988) states that the life to be analysed is usually that of a famous, 
enigmatic or paradigmatic figure. (Cara, 2007) describes psychobiography as life 
history, narratology, personology or psychological biography. According to Schultz 
(2005, p. 5): “psychobiography offers relevance” by attempting to make meaning of 
the context of an individual life. Schultz (2005, p.6) goes further to state, “we need to 
step out of the laboratory and into the existential context. In taking one life at a time, 
psychobiography achieves assimilation, it integrates the discipline’s split selves”. 
Psychobiography attempts to understand the uniqueness of the individual.  Whilst the 
field of psychobiography still has some way to go before being unreservedly accepted 
by the mainstream, it is nevertheless a significant approach to research (Schultz, 
2005).  
The researcher has elected to conduct this psychobiographical study applying 
authentic leadership theory. The bulk of psychobiographical research thus far has 
employed psychological theory. Elms (as cited in Kovary, 2011, p. 134) says that, 
“perhaps the most frequent criticism of psychobiography concerns its heavy 
dependence on psychological theory”. (Kovary, 2011) opens the door for alternative 
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approaches when he emphasises that for today’s psychobiographer’s a broader 
theoretical arsenal is available. 
Leadership remains a fundamental ingredient to the building of a sustainable 
society. In recent years, global business, public and civil society have been rocked by 
major breaches in integrity and disappointing leadership which has led to a breakdown 
in the constructive development of business, government and society in general. The 
researcher believes that challenges can only be addressed and a balance restored by 
a value-centric form of leadership. This leadership approach is best described as 
authentic leadership. It is impossible to legislate integrity, stewardship, and sound 
governance. George (2003) affirms this view when he states that we need authentic 
leaders, people of integrity, committed to building enduring organisations.   
The current research developed out of a personal curiosity and interest in Brand 
Pretorius. At various times during the researcher’s career, he attended presentations 
given by Pretorius where he felt inspired and energised by Pretorius’s unique 
leadership style. As a result the opportunity to conduct a psychobiography was a 
natural and meaningful choice in a humble attempt to understand the leadership 
philosophy of one of South Africa’s prominent business leaders.  
1.2.1. Historical Overview 
Leadership is a real phenomenon that is critical for the effectiveness of 
organisations (Yukl, 2006). There are primarily two approaches to categorising 
leadership theories: trait based or process/behaviour based. Trait-based leadership 
theories describe the leader's personal traits that will determine their effectiveness, 
such as: personality, motive and values. Process or behaviour based theories argue 
that it’s leaders’ interactions with followers and what they actually do that will predict 
their success (Northouse, 2010; Yukl, 2010). Yukl (2010) further argues that personal 
traits such as honesty, integrity and associated values are crucial to a leader's 
success. Many leadership theories have emerged as a response to a need in society. 
Authentic leadership is no different in that it was formulated as a response to the need 
for authentic leaders after the ethical debacles of the early 2000s involving Enron and 
WorldCom (Tonkin, 2013). 
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1.2.2. Theoretical Developments 
In the context of unprecedented challenges facing society and organisational 
leaders, the theory of authentic leadership has achieved distinction in the context of 
leadership theory development. Authentic leadership theory is considered one of the 
priority areas of contemporary leadership research. As the title implies, authentic 
leadership is about the authenticity of leaders and their ability to lead. The theory is 
still in its formative stages (Luthans, 2011).  
Drawing from Luthan’s work on positive organisational behaviour and 
psychological capital as well as Avolio’s work on transformational leadership 
development, a contemporary model of authentic leadership development has 
emerged. Avolio and Luthans (2003) view authentic leadership as a continuum where 
authentic leaders draw from their genetic endowments and life experiences to ensure 
an openness to development and change. Authentic leaders are true to themselves 
and others, possess psychological capital, are transparent, moral/ethical, future 
oriented and give considerable priority to developing followers.  
The theoretical framework chosen for this study is Avolio and Luthans (2003) 
model of authentic leadership. Avolio and Luthans (2003) are generally regarded as 
the leading researchers and theorists in the field of authentic leadership development 
(Northouse, 2010). In their research, Avolio and Luthans (2003) recognise the major 
components of authentic leadership as: self-awareness, internalised moral 
perspective, balanced processing, relational transparency and psychological 
capacities. According to Northouse (2010) these components have formed the 
foundation for the theory of authentic leadership.  Furthermore, Avolio, et al. (2004, p. 
4) have defined authentic leadership as: 
those individuals who are deeply aware of how they think and behave 
and are perceived by others as being aware of their own and others 
values/moral perspective, knowledge and strengths; aware of the 
context in which they operate; and who are confident, hopeful, 
optimistic, resilient and high on moral character. 
By taking this definition of authentic leadership into consideration, the 
researcher will seek to explore how self-awareness, internalised moral perspective, 
balanced processing, relational transparency and psychological capacities contributed 
to Pretorius’s authentic leadership development. 
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1.3. PURPOSE AND AIMS 
Since psychobiographical research is exploratory-descriptive research, the 
primary aim of the present study is to explore, describe, and interpret the leadership 
development of Pretorius. His leadership development in the context of his career, is 
explored from the theoretical perspective of Avolio and Luthans (2003) authentic 
leadership theory. The aim of the proposed study is not to generalise the findings to a 
larger population, but instead to generalise the findings of the research to the selected 
theoretical approach. 
1.4. DEFINITIONS OF KEY VARIABLES 
The following definition offers a clear layman’s definition of what it means to be 
an authentic leader. Authentic leaders according to (George & Sims, 2007, p. 27) are: 
 genuine people who are true to themselves and to what they believe 
in. They engender trust and develop genuine connections with others. 
Because people trust them, they are able to motivate others to high 
levels of performance. Rather than letting the expectations of other 
people guide them, they are prepared to be their own person and go 
their own way. As they develop as authentic leaders, they are more 
concerned about serving others than they are about their own success 
or recognition. 
Ponterotto (2014, p. 88) describes the critical test for psychobiography, as “to 
understand and ‘thickly’ describe the complexity and diversity of the individual life in 
holistic, historic, and cultural context”. 
1.5. STRUCTURE OF THE MANUSCRIPT 
The study consists of five chapters. Chapter 1 is an introduction to the study 
and places the research in context.  Chapter 2 provides a literature review describing 
the evolution of leadership theory, culminating in an in-depth discussion of the 
importance of authentic leadership theory and the theoretical framework proposed by 
Avolio and Luthans (2003) which was utilised in this study. The methodological 
considerations, the research design and methodology followed in the study are 
discussed in Chapter 3. Chapter 4 presents the data derived from an examination of 
Pretorius’s life. The chapter is structured by a data analysis matrix providing an 
integration of the selected theory of authentic leadership with Pretorius’s career 
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Chapter 5 presents the conclusion and limitations of this study and provides 
recommendations for further research. 
1.6. CHAPTER SUMMARY 
This chapter outlined the research study framework by introducing the reader 
to the purpose and context of the study and the theoretical model of authentic 
leadership proposed by Avolio and Luthans. The research problem was defined and 
the structure of the manuscript was considered. Chapter 2 being the literature review 
provides the theoretical context for the study. This chapter will provide an overview of 
the development of leadership theory including the model of authentic leadership 
proposed by Avolio and Luthans (2003). 
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CHAPTER 2: LEADERSHIP 
2.1.  INTRODUCTION 
This chapter reviews the literature on leadership with specific emphasis on 
authentic leadership. The aims of the study are to describe and interpret the leadership 
style of Pretorius in terms of the theoretical principles of authentic leadership. This 
review aims to contextualise the origins, importance and relevance of authentic 
leadership within the broader context of leadership theory. 
Chapter Two has a two-fold structure. The first section reviews the definition 
and importance of leadership. This is followed by an historical overview of the major 
leadership approaches, culminating in a detailed description and framework of the key 
constructs of authentic leadership theory. 
2.2.  DEFINITION OF LEADERSHIP 
According to Yukl (2006) there are as many definitions of leadership as there 
are authors who have attempted to define leadership. Yukl (2006) further states that 
as in most research the operational definition of leadership depends to a great extent 
on the purpose of the researcher. For this study the researcher has attempted to 
contextualise the historical development of leadership theory, whilst highlighting and 
positioning authentic leadership. Authentic leadership forms the foundational 
leadership theory for the study.  
 Yukl (2006, p. 8) espouses the view that, “leadership is the process of 
influencing others to understand and agree about what needs to be done, how to do 
it, and the process of facilitating individual and collective efforts to accomplish shared 
objectives”. Similarly Sarros, et al. (2002) indicate that leadership is a proactive 
process involving the establishment of organisational direction through a corporate 
vision which produces constructive and adaptive change, by motivating and inspiring 
others. Sarros, et al. (2002) further contend that leaders are expected to anticipate 
what the future holds, or at least have the ability to determine what the future may hold 
for their organisations. The common characteristics of leadership evident in the 
literature are: setting direction for the organisation, aligning followers to the direction 
and motivating followers to behave and act in a certain way. Leadership is therefore 
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fundamentally about influencing people to achieve inspiring and meaningful 
organisational goals. Leadership is primarily concerned with how the leader affects 
followers. Northouse (2010) believes that influence is the ‘sine qua non’ of leadership. 
Without influence, leadership does not exist. Leadership also involves the directing 
and guiding of employees to achieve a common goal or purpose. Leadership requires 
that the leader establishes a clear vision and have the ability to inspire employees to 
achieve it. Furthermore, leadership involves bringing out the best in people. This 
includes supporting followers to exceed levels of performance and accomplishment 
that they may not have originally established for themselves. (Bagraim, et al., 2011; 
Barnevik, 2014; Daft, 2005; du Brin, 2004; Nohria & Khurana, 2010).  
2.3. THE IMPORTANCE OF LEADERSHIP 
Countries, economies, organisations, sports teams and civil society, in fact all 
facets of human existence require leadership in order to advance, thrive, develop and 
grow. Without leadership these entities would be directionless and without control of 
their own destiny. Northouse (2010) views leadership as a means of improving the 
economic, social and professional lives of all people and society in general. Drucker 
(as cited in Nohria & Khurana, 2010, p. 29) is noted as contextualising the importance 
of leadership when he states, “in a competitive economy, above all the quality and 
performance of the leaders determine the success of a business, indeed they 
determine its survival”. du Brin (2004) contends that leaders are an essential 
requirement in all organisations and that the ability to lead others effectively is a rare 
quality.  
Globalisation is one of the major components of a complex, dynamic 
environment that organisations are required to contend with. According to Hickman 
(2010) organisations can only thrive in these uncertain and challenging environments 
if leaders identify emerging patterns and seize opportunities presented by 
environmental changes. Contemporary leaders are operating in times that are 
characterised by radical change, volatility and international dynamics beyond their 
direct control. In situations like these leadership becomes a key factor in coping with 
increasing competition, technological advancement, political and social 
transformation. Luthans (2011, p. 414) supports the notion that leaders have a 
significant role to play in ensuring business is prepared to deal with a rapidly changing 
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and evolving global context when he states, “the volatile, turbulent, ambiguous 
environmental context seems to conspire against us and requires a new generation of 
leaders”. 
2.4.  HISTORICAL OVERVIEW OF MAJOR LEADERSHIP THEORIES  
According to Daft (2005), the major leadership theories can be classified into 
six fundamental approaches. These approaches are briefly discussed below. 
2.4.1. Great person theories 
Great person theories are the earliest of leadership theories. These early 
studies of leadership adopted the belief that leaders were born with specific heroic 
leadership traits and the natural ability to motivate, inspire and influence others. In 
essence it was believed that leaders were born and not made (Daft, 2005). The great 
person theory was concerned with describing the lives of famous military, political and 
industrial leaders. The main purpose of the theory was to identify common personality 
traits that could be found in all leaders. As Dambe and Moorad (2008) explain, 
personality traits differ substantially from leader to leader rendering the great person 
theory approach unsuccessful in explaining leadership behaviour.  
2.4.2. Trait theories  
Trait theory first emerged in the early part of the 20th century and was also 
based on the belief that leaders are ‘born not made’ (Bagraim, et al., 2011; Lojeski, 
2010; Northouse, 2010). Studies attempted to identify what physical attributes and 
personality characteristics distinguished leaders from other members of a group. Trait 
theory has limited application in that it does not consider the followers or take 
situational issues into account (du Brin, 2004).  
However, du Brin (2004) states that there are certain strengths associated with 
trait theory. Understanding the traits of effective leaders serves as an important guide 
to leadership selection. Another important strength of trait theory is that it provides 
aspiring leaders with insight into what is required of them in future leadership positions 
so they may seek to develop the necessary characteristics, abilities and skills required. 
A further strength of trait theory is the way in which it emphasises the leadership 
component of the leadership process. The trait theories are devoted to describing the 
leader and providing a deeper, more meaningful understanding of the leader and the 
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leader’s personality. The major criticism of trait leadership theory is that it failed to 
provide a definitive list of leadership traits. Secondly, it failed to take situations into 
consideration. People who possess certain traits that make them leaders in one 
situation may not be leaders in another situation. Thirdly, research on traits has 
emphasised the identification of traits, but trait theory has not addressed how 
leadership traits affect followers and their work. The theory’s link to leader outcomes 
such as productivity and employee satisfaction has not been established. A final 
criticism of trait leadership theory is that it has limited application for training and 
development. Even if definitive traits could be identified, teaching new traits is not an 
easy process because traits are not easily changed.      
In the final analysis, trait theory is inadequate when it comes to identifying which 
traits leaders should have or how much of each trait is necessary for leaders to have. 
Ultimately trait theory had limited success in being able to identify the universal, 
distinguishing attributes of leaders (Nelson & Quick, 2008). Findings, in two major 
studies conducted by Stogdill (1948) and Mann (1959), both failed to find strong 
correlations between traits and leadership (Bagraim, et al., 2011). According to 
Luthans (2011), the empirical evidence for establishing a universal set of leadership 
traits is disappointing. Only intelligence delivered consistent and reliable data. In more 
recent studies the trait approach has evolved into the competency perspective as the 
emphasis is placed more on broader competencies such as knowledge, skills, abilities 
and behaviours rather than on personality and physical traits (Bagraim et al., 2011).  
Despite its limitations Northouse (2010) notes that a multitude of studies 
conducted over the years concur that certain traits contribute to leadership 
development. More specifically Northouse (2010) emphasises the strong relationship 
that researchers have found between leadership and the traits described by the five-
factor personality model, namely extraversion, openness, low neuroticism, 
agreeableness and conscientiousness. This is supported by Luthans (2011, p. 420) 
when he states: 
 With the emergence of the importance of the ‘big five’ personality traits 
in organisational behaviour the trait approach to leadership 
effectiveness has resurfaced. For example a recent qualitative and 
quantitative meta-analysis review found strong empirical evidence for 
the leader trait perspective when traits are organised according to the 
five-factor model.  
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Research conducted in the past decade has established that leadership is 
affected by both nature (genetics) and nurture (development). The research results 
indicate that genetics may account for approximately thirty per cent of the variance in 
leadership style and emergence in leadership roles, but the majority still comes from 
development (Luthans, 2011).  
2.4.3. Behavioural theories 
Behavioural theories emerged as a response to the deficiencies of the trait 
theories. The inability of researchers to define effective leadership based solely on 
personality traits led to increased research into the behaviour of leaders and how these 
behaviours might contribute to the success or failure of an organisation (Daft, 2005). 
In the 1940s there was a shift in the study of leadership to leadership style or 
behaviours. The style approach expanded the study of leadership to include the 
actions of leaders towards subordinates in various contexts (Northouse, 2010).The 
behavioural theory determined that leadership is composed of two general kinds of 
behaviours, namely task and relationship behaviours. The central purpose of the 
behavioural approach was to explain how leaders combine these two kinds of 
behaviours to influence subordinates in their efforts to reach a goal. The behavioural 
approach to leadership was strikingly different from the trait and skills approach 
because the behavioural approach focussed on what leaders do rather than who 
leaders are (Northouse, 2010). 
 Numerous research studies have been conducted in the field of behavioural 
leadership. According to Northouse (2010) the foundations of modern leadership 
theories can be found in the research conducted by Lewin, Lippitt and White through 
the Ohio State studies, the Michigan State studies and the studies by Blake and 
Mouton which were undertaken in the 1940s and 1950s. These studies are recognised 
for being representative of the ideas in the behavioural approach to leadership. 
Researchers from the Ohio State University conducted surveys to identify possible 
dimensions of leader behaviour. These researchers developed the Leader Behaviour 
Description Questionnaire (LBDQ) which was used in the Ohio State study. The study 
resulted in the identification of two broad categories of leader behavioural types; 
namely consideration and initiating structure. Firstly, consideration describes the 
extent to which a leader is sensitive to subordinates and establishes mutual trust. 
Showing appreciation and seeking input from followers in decision-making are 
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examples of consideration behaviour. Secondly, initiating structure describes the 
extent to which a leader is task-orientated and the degree to which the leader guides 
the work of followers. This type of leadership behaviour entails directing tasks, 
planning and providing explicit schedules for work activities. Many leaders may find 
that their behaviour categories are independent of one another: meaning that a leader 
might demonstrate high consideration and low initiating structure, or low consideration 
and high initiating structure. With regard to level of success of each of the leadership 
methods, research shows that all four combinations can be effective (Daft, 2005, p. 
56).  
Studies at the University of Michigan compared the behaviour of effective and 
ineffective managers. The effectiveness of leaders was determined by the productivity 
of the subordinate group. The Michigan research established two types of leadership 
behaviour, each type consisting of two dimensions. The first leadership behaviour was 
employee-centred, where leaders focused on the human needs of their followers. 
Leader support and interaction facilitation are the two underlying dimensions of 
employee-centred behaviour. The second leadership behaviour was job-centred, 
where the leader directed activities towards efficiency, cost-cutting, goal achievement 
and a general task orientation. Goal emphasis and work facilitation were dimensions 
of this leadership behaviour (Daft, 2005). What the studies have in common is that two 
basic leadership styles were identified, with one focusing on task and the other 
focusing on people.  
Furthermore, studies at the University of Texas by Blake and Mouton propose 
a two-dimensional leadership theory called ‘The Leadership Grid’ which expands on 
the work of the Ohio State and Michigan studies. The leadership grid provides a 
framework for measuring leaders’ concern for both productivity as well as their people. 
Productivity is rated on the horizontal axis and includes aspects such as results, quality 
of results, the bottom line, performance and profits. The vertical axis rates concern for 
people and includes aspects such as support for team members and getting results 
based on trust and respect. The benchmark leadership styles identified through the 
research conducted by Blake and Mouton included team management, country club 
management, impoverished management, middle-of-the-road management, authority 
compliance management and team management. Managers generally have one 
dominant style and an alternative style. Managers use the alternative style when the 
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dominant style does not yield results (du Brin, 2004). The leadership grid differed from 
the original Ohio State research in two important ways. Firstly, the Ohio State 
researchers aimed to describe leader behaviour while the leadership grid addresses 
both the behaviour and attitude of the leader. Secondly, the Ohio State approach is 
fundamentally descriptive and non-evaluative, whereas the grid is normative and 
prescriptive. On this basis the grid has had value in team-building and organisational 
development. Bagraim, et al. (2011) contend that leadership behaviour is complex as 
well as culturally dependent resulting in leaders adopting behaviours from all the 
different styles. As a result Bagraim, et al. (2011) view the leadership grid as an 
oversimplification suggesting the situation should dictate which leadership style is 
most appropriate. 
Northouse (2010) deems the behavioural leadership theories to have made a 
positive contribution to the understanding of the leadership process. Firstly, the 
behavioural theories broadened the scope of leadership research from personality 
traits to include the behaviours of leaders and what they do in various situations. 
Secondly, behavioural leadership theory is well researched and validated in research 
conducted by the Ohio State University, Michigan State University and the research 
conducted by Blake and Mouton. Thirdly, on a conceptual level behavioural theory 
suggests that leadership is primarily about task and relationship. This notion is 
important according to Northouse (2010), in that effective leadership rests on how the 
leader balances these two behaviours. Together task and relationship form the core 
of the leadership process. Finally, behavioural theory is heuristic in that leaders can 
assess their actions and behaviours and determine how they may want to change to 
improve their leadership style.  
Along with the strengths of behavioural leadership theory, Northouse (2010) 
also identifies certain weaknesses. Firstly, the link between leader behaviour and 
performance outcomes has not been clearly established. According to Yukl (2006, p. 
76), the “results from this massive research effort have been contradictory and 
inconclusive.” Secondly, the theory has failed to find a universal behavioural style of 
leadership that is effective in almost every situation. A final criticism of the behavioural 
theory is that it implies that the most effective leadership style is high in task and high 
in relationship. However (Yukl, 2006) contends that research findings provide only 
limited support for a universal high-high leadership style.  
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 Although the behavioural leadership theory made major contributions to 
leadership research it never achieved the goal of finding one best style (Lussier & 
Achua, 2001). According to Bagraim et al. (2011) these studies made a valuable 
contribution to leadership by emphasising that leaders can be effective only if they are 
concerned with both the task and the employee, resulting in the integration of both 
personal and organisational needs. The major contribution of behavioural leadership 
theory is that it led the shift to contingency leadership theory. Contingency leadership 
theory is based on the behavioural theory of production and people leadership styles. 
Secondly, behavioural theory recognises that organisations need both production and 
people leadership to be successful (Lussier & Achua, 2001). 
2.4.4. Contingency theories 
The theories discussed up to this point focussed exclusively on the leader. With 
these approaches unable to provide an overall theory of leadership the attention 
turned to the followers, and the context or situation. Contingency theories involve the 
belief that leadership styles must be appropriate for the particular situation. In contrast 
to trait and behavioural theories, contingency theories explicitly assume that 
leadership can vary across situations and that there may not be a universally effective 
way to lead. The key idea is that different contexts may require different kinds of 
leadership. du Brin (2004, p. 135) states, “The essence of a contingency approach to 
leadership is that leaders are more effective when they make their behaviour 
contingent upon situational forces, including group member characteristics”. This view 
is further supported by Nohria and Khurana (2010, p. 17) when they contend:  
Leadership scholars recognise that there is no universal model or one 
best way to lead and that leadership must be contingent on the 
specifics of any given situation. These contingency approaches 
highlight how leadership might vary across different kinds of situational 
variables such as the nature of the organisation, the culture in which it 
operates or its strategic challenges. 
 According to Northouse (2010) contingency theory has several strengths. Firstly 
contingency theory is supported and grounded in significant empirical research. 
Secondly, contingency theory has broadened the understanding of leadership through 
considering the impact of situations on leaders. Thirdly, contingency theory is 
predictive and therefore provides useful information about the types of leadership that 
are most likely to be effective in certain contexts. From the data provided by the Least 
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Preferred Co-worker (LPC) scale, it is possible to determine the probability of success 
for a given person in a given situation. This gives contingency theory predictive power 
that other leadership theories do not have. Fourthly, contingency theory does not 
require that leaders be effective in all situations. It argues that leaders should not 
expect to be able to lead in every situation. Contingency theory therefore matches the 
leader with the situation.    
 Contingency leadership theory has received criticism in the research literature. 
Northouse (2010) argues that contingency theory fails to explain why people with 
certain leadership styles are more effective in some situations than in others. He 
believes that contingency theory relies heavily on the LPC scale and the LPC scale 
has a face validity problem in that it does not correlate well with other standard 
leadership measures and it is difficult to complete correctly. A final criticism of 
contingency theory is that it fails to adequately explain what organisations should do 
when there is a mismatch between the leader and the situation (Northouse, 2010).  
After extensive research it was decided that personal characteristics or the 
demonstration of specific behaviours alone could not determine leadership 
effectiveness. The research emphasis then shifted to the situation dictating the 
preferred leadership behaviours as opposed to leadership effectiveness emanating 
from a predetermined leadership recipe (Bagraim et al., 2011; du Brin, 2004; Nohria 
& Khurana, 2010; Northouse, 2010). Fiedler’s contingency model and House’s path-
goal theory are two of the most well-known situational theory studies and are 
discussed briefly. 
In 1951 Fiedler began to develop the first situational leadership theory. It was 
the first theory to specify how situational variables interact with leader personality and 
behaviour.  Fiedler’s contingency model proposes that there is no single best way for 
managers to lead. The best style of leadership is determined by the situation in which 
the leader is working (du Brin, 2004).  
Fielder describes a leadership situation in terms of three factors:  
 The relationship between leaders and followers 
 How structured the task is 
 The leader’s positional power. 
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The combination of these three elements describes the amount of control a 
leader has over a particular situation. Central to Fiedler’s contingency model is the 
match between the leader’s approach and the situation. As the situation changes, so 
does the leader’s effectiveness, because the leader finds him/herself in and out of 
match with the leadership style. Overall the model predicts that task-motivated leaders 
will be more effective than relationship-orientated leaders where there is either high or 
low control over the situation, whereas relationship motivated leaders will be effective 
under conditions of moderate situational control (Avery, 2004). According to Nelson 
and Quick (2008) Fiedler’s theory made an important contribution to leadership theory 
in understanding how the situation affects the leader. Despite a promising start 
Fiedler’s work was criticised in the 1970s for conceptual reasons, and because of 
inconsistent empirical findings. In the past twenty years only two meta-analysis studies 
have been conducted on the model. The tests were found to be inconclusive, therefore 
the debate goes on as to the validity of the model (Lussier & Achua, 2001). 
The path-goal theory was developed by Robert House and published in 1971. 
House’s path-goal theory of leadership effectiveness specifies what the leader must 
do to lift morale and achieve high productivity in a given situation. A leader must 
attempt to clarify the path to a goal for a team member so the individual receives 
personal payoffs in terms of job satisfaction and performance increase (du Brin, 2004). 
Daft (2005) acknowledges that according to path-goal leadership theory, the leader’s 
responsibility is to increase subordinate’s motivation to attain personal and 
organisational goals. The leader can increase follower motivation by either clarifying 
the follower’s path to the rewards that are available or by increasing the rewards that 
the follower values and desires. Path clarification means that the leader works with 
subordinates to help them identify and learn the behaviours that will lead to the 
successful accomplishment of tasks and ultimately to organisational rewards. 
Furthermore, Bagraim, et al. (2011) explain that according to path-goal 
leadership theory, a leader needs to assess the situational factors of follower 
characteristics and environmental factors. Following the situational assessment the 
leader would decide on the leadership style most appropriate under the 
circumstances. The four path-goal leadership styles are directive, supportive, and 
participative and achievement orientated. Where Fiedler made the assumption that 
new leaders could take over as situations change, path-goal leadership theory 
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suggests that leaders can change their behaviour to match the situation (Daft, 2005). 
As with the behavioural theories, contingency theories focus on the behaviour of the 
leader versus the follower.  
Research findings with respect to path-goal theory have been inconclusive. A 
meta-analysis based on 120 studies examined directive and supportive behaviour and 
showed that support for path-goal theory was significantly more than mere 
coincidence, but results were mixed. An extensive review of the research on 
moderator variables in leaders also had inconclusive findings (Lussier & Achua, 2001). 
Furthermore, Lussier and Achua (2001) conclude that path-goal theory has not been 
adequately tested, possibly because it is a complex model. Despite its limitations, the 
path-goal model has already made an important contribution to the study of leadership 
by providing a conceptual framework to guide researchers in identifying potentially 
relevant situational variables (Werner, 2011). 
Northouse (2010) suggests there are certain strengths to the contingency 
theory approach. The strengths of the contingency theory lie in the fact it is recognised 
as a standard for training leaders. The theories are practical and easily understood. 
Also, the contingency theory recognises that there is no one best style of leadership. 
Instead, leaders need to be flexible and adapt their style to suit the situation. 
Contingency theory research has focussed on which styles work best in which specific 
situations. For example, in small organisations, leaders who practise visionary, 
transactional and empowering behaviour and avoid autocratic behaviour, are more 
successful (Nelson & Quick, 2008). Northouse (2010) on the other hand, 
acknowledges that a significant limitation of the contingency theory is the lack of a 
strong body of research findings to justify and support its theoretical foundations. 
2.4.5. Inspirational leadership theories 
A number of new theories that extend beyond the traditional approach to 
leadership theory have emerged in recent years; namely charismatic and 
transformational leadership. Inspirational leadership theories examine influence 
processes between leaders and followers. 
 Charismatic leadership is recognised as being at the core of inspirational 
leadership theory (Nelson & Quick, 2008). Max Weber, a German sociologist made an 
important contribution to the theory in 1947 when he used the term ‘charisma’. Weber 
17 
 
postulated that ‘charisma’ was a form of influence based not on traditional authority 
systems, but rather on follower perceptions of the leader being endowed with the gift 
of divine inspiration or supernatural qualities (Lussier & Achua, 2001). Although the 
charismatic concept goes as far back as the Bible, its modern development is 
attributed to the work of Robert House (Luthans, 2011). House analysed political and 
religious leaders. On this basis he concluded that charismatic leaders are 
characterised by self-confidence, ideological vision, high expectations for followers 
and the use of personal example (Luthans, 2011). Charismatic leaders have the ability 
to motivate and inspire people to do more than they would normally do, despite 
obstacles and personal sacrifice. Charismatic leaders have an emotional impact on 
people because they appeal to both the heart and the mind. Their influence transcends 
position and they receive respect and admiration from followers. Furthermore, Luthans 
(2011) believes the followers of charismatic leaders identify with the leader and the 
mission of the leader, exhibit extreme loyalty to the leader, emulate the leader’s values 
and behaviour and derive self-esteem from their relationship with the leader. As with 
Nelson Mandela, Gandhi raised the hopes and demands of millions of his people and 
in the process was changed himself. Lojeski (2010, p. 24) uses Ghandi to illustrate the 
characteristics of a charismatic leader: 
 Gandhi articulated a compelling vision, that of a free self-sufficient 
India. Secondly, he served as a behavioural model for his followers. 
Thirdly Gandhi was courageous and challenged British rule in India to 
the extent that he spent long years in prison as a result. Finally, 
Gandhi’s behaviour was unconventional in that it helped to form an 
emotional connection between Gandhi and the Indian people.  
Because of the effects that charismatic leaders have on their followers, the 
theory predicts that charismatic leaders will elicit performance and follower 
commitment in alignment with the leader’s mission. According to Luthans (2011), 
research indicates that the impact of charismatic leadership is enhanced once 
followers have had the chance to observe how charismatic leaders conduct 
themselves within a specific network. Their followers then tend to exhibit higher levels 
of self-awareness and self-monitoring. However, Luthans (2011) notes that certain of 
the theory’s complexities require further research. For example, studies that assessed 
charismatic leader behaviours, individual level correlates and unit level correlates in 
the military, yielded only limited support for the theory’s propositions. Researchers 
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have thus concluded that greater sensitivity to multiple constituencies of leaders is 
needed in theories and studies focussed on charismatic leadership. In addition, 
extensions of the theory have been proposed. For example, Conger and Kanunga 
treat ‘charisma’ as an attributional phenomenon and propose that it varies with the 
situation (Nelson & Quick, 2008). Included in the extensions of charismatic leadership 
is also the recognition of a dark side. Charismatic leaders tend to be portrayed as 
heroes, but there can also be unethical characteristics associated with charismatic 
leaders. Several researchers have attempted to demystify and distinguish the two 
faces of charismatic leadership. For example, the dark side of charisma is revealed in 
the personalised power motivations of Adolf Hitler in Nazi Germany and David Koresh 
of the Branch Davidian cult in Waco, Texas. Both men controlled their followers to the 
point of struggle, conflict and death. Examples of the positive aspect of charisma are 
revealed in the socialised power motivations of President Nelson Mandela, Gandhi 
and President Franklin D. Roosevelt. Despite their distinct differences in motivation 
and outcome, the overriding commonality between both sets of leaders was their 
ability to inspire their followers and to motivate them to pursue the leader’s vision. 
House’s charismatic theory was revised by Shamir, House and Arthur in the late 1990s 
(Werner, 2011). They postulate that charismatic leaders transform followers’ self-
concepts and try to link the identity of followers to the collective identity of the 
organisation (Northouse, 2010). 
James Macgregor Burns coined the term ‘transformational leadership’ (Francis, 
2010). The key to transformational leadership is that transformational leaders seek to 
empower and elevate followers. Luthans (2011) noted that transformational leaders 
aimed at achieving the following: 
 Changing situations for the better 
 Developing followers into leaders 
 Overhauling organisations to provide them with new strategic direction 
 Inspiring people by providing an energising vision and high ideal for 
moral and ethical conduct. 
Northouse (2010) defines transformational leadership as the process whereby 
a person engages with others and creates a connection that raises the level of 
motivation and morality in both the leader and the follower. This type of leader 
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Northouse (2010) describes as attentive to the needs and motives of followers and 
tries to help followers reach their fullest potential. Transformational leaders have a 
strong set of internal values and ideals and act in ways that support the greater good 
rather than their own self-interest. Transformational leaders are concerned with the 
development and well-being of their followers. 
According to Lojeski (2010) transformational leaders exemplify four 
characteristics: 
 Ideal influence ‒ the leaders’ vision is demonstrated in actions with which 
the followers can strongly identify. 
 Individual consideration ‒ there is a genuine care for their followers and 
feelings of self-efficacy are promoted, convincing followers that they can 
be successful. 
 Inspirational motivation ‒ the leader articulates a clear, compelling 
vision, which inspires and motivates followers to strive towards their 
goals. 
 Intellectual stimulation ‒ the leader provides new ideas and acts as a 
change agent. Followers are involved in developing solutions. 
According to (Northouse, 2010) transformational leadership has several 
strengths. Firstly, transformational leadership has been widely researched. For 
example, content analysis of all the articles published in Leadership Quarterly from 
1990 to 2000 showed that 34 per cent of the articles were about transformational or 
charismatic leadership. Secondly, transformational leadership has intuitive appeal. 
The transformational leadership concept is consistent with society’s notion of what 
leadership means because it makes sense to them. Thirdly, transformational 
leadership treats leadership as a process that occurs between followers and leaders. 
As a result, followers gain a prominent position in the leadership process. Fourthly, 
transformational leadership provides a broader view of leadership that augments other 
leadership models. Fifthly, transformational leadership places a strong emphasis on 
follower needs, values and morals. This suggests that transformational leadership 
involves the leader’s intent to move people to higher standards of moral responsibility. 
This emphasis sets transformational leadership apart from other leadership theories 
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because it suggests that leadership has a moral dimension. Finally there is substantial 
evidence to suggest that transformational leadership is an effective form of leadership.  
 Northouse (2010) argues that transformational leadership has several 
weaknesses. One criticism is that it lacks conceptual clarity, because it covers a wide 
range of activities and characteristics. Another criticism of transformational leadership 
revolves around how it is measured. Researchers have typically used the Multifactor 
Leadership Questionnaire (MLQ) to measure transformational leadership. However, 
some studies have challenged the validity of the MLQ. A third criticism is that 
transformational leadership theory treats leadership as a personality trait rather than 
a behaviour that can be learnt. A fourth criticism is that transformational leadership is 
elitist and autocratic. Transformational leaders initiate and play a direct role in creating 
change forcing one to question whether the leader isn’t acting independently. Related 
to this criticism, some have argued that transformational leadership suffers from a 
‘heroic’ leadership bias. A final criticism of transformational leadership is that it has the 
potential to be abused. Transformational leadership is concerned with changing 
people’s values and moving them to a new vision. Who determines whether the new 
visions and values are better? The dynamics of how followers challenge leaders or 
respond to their visions is not fully understood.  
Research findings indicate that transformational leadership can be learned and 
that transformational leadership predicts several criteria such as follower job 
satisfaction, leader effectiveness ratings, group or organisational performance and 
follower motivation (Nelson & Quick, 2008). On the basis of research findings, Bass 
concluded that transformational leadership leads to superior performance in 
organisations requiring renewal and change (Luthans, 2011). Furthermore, Bass 
suggests that fostering transformational leadership through policies of recruitment, 
selection, promotion, training and development will contribute to organisational well -
being and improved performance. A meta-analysis of 39 studies found that the 
transformational behaviours of charisma, individualised consideration and intellectual 
stimulation were related to leadership effectiveness (Luthans, 2011). Luthans (2011, 
p. 431) contends that increasing empirical research has supported the following 
transformational leadership characteristics: 
 They identify themselves as change agents 
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 They are courageous 
 They believe in people 
 They are value driven 
 They are lifelong learners 
 They have the ability to deal with complexity, ambiguity and uncertainty 
 They are visionaries. 
For example, field studies have shown that transformational leaders more frequently 
employ legitimate tactics, engender higher levels of identification, perform better and 
develop their followers.  
2.4.6. Authentic leadership  
2.4.6.1. The importance of authentic leadership 
We live in times of unprecedented challenges within civil society, political and 
organisational contexts. Corporate scandals such the recent Volkswagen emissions 
scandal in addition to numerous global banking failures and widely published 
government corruption have created fear and uncertainty. People feel apprehensive 
and insecure about what is going on around them. As a result they search for bona-
fide leadership they can trust and for leaders who are honest and good. Society’s call 
for trustworthy leaders makes the study of authentic leadership timely and worthwhile. 
Researchers argue that in the abovementioned context, existing frameworks are not 
sufficient for developing leaders of the future (Avolio & Gardner, 2005; Avolio, 
Gardner, Walumbwa, Luthans & May, 2004; Avolio & Luthans, 2003). Furthermore, 
Chan, Hannah and Gardner (2005) point out that recent headlines have sharpened 
the outcry for a new standard of public integrity and accountability. Authentic 
leadership is emerging as a response to this call for higher standards of character and 
integrity. In support of this thinking, Avolio, et al. (2004) speculate that the reason 
people are interested in authentic leadership is because the influence of authentic 
leadership extends well beyond bottom line success and addresses organisational and 
societal problems. As Avolio, et al. (2004, p. 3) note, “the unique stressors facing 
organisations throughout society today call for a new leadership approach aimed at 
restoring basic confidence, hope, optimism, resiliency and meaningfulness.” 
Furthermore, George (2003, p. 9) postulates, “ We need leaders who lead with 
purpose, values and integrity; leaders who build enduring organisations, motivate their 
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employees to provide superior customer service and create long term value for all 
stakeholders.” In this context Avolio and Gardner (2005) suggest that such challenges 
have precipitated a renewed focus on restoring confidence and hope. There is a shift 
in emphasis to fostering self-awareness, enabling people to bounce back from 
catastophic events to connecting with all stakeholders. They suggest there is a need 
to concentrate on what they term ‘the root construct’ underlying all positive forms of 
leadership and its development. This ‘root construct’, Avolio and Gardner (2005) label 
‘authentic leadership’. Authentic leadership is seen as an emerging and relevant 
leadership theory.  
2.4.6.2. Authenticity as a base construct to authentic leadership 
Authenticity is the foundation of authentic leadership and as a result forms the 
logical point of departure in the understanding of authentic leadership. Erickson (1995) 
highlights a long history of authenticity and cautions that authenticity should not be 
conceived as an either/or condition, since people are never completely authentic or 
inauthentic. Therefore, it is more realistic to describe a person as being more or less 
authentic.  Avolio, et al. (2004) support this view saying that there is growing 
consensus that the authenticity of leaders is best viewed as existing on a continuum 
ranging from less to more authentic as opposed to querying its evidence or absence 
in the leader.  
Gardner, et al. (2011) mention that portrayals of authentic functioning date back 
to the ancient Greek philosophers and are reflected in the Greek aphorism ‘know 
thyself’. Gardner, et al. (2011) add that the word ‘authentic’ can be traced back to the 
Greek word ‘authento’ which means, ‘to have full power’, reflecting the notion of 
authentic functioning whereby an individual is in control of his own domain. Positive 
psychologists refer to authenticity as both owning one’s own personal experiences 
(‘the real me inside’) and acting in accordance with the true self (Luthans, 2011). 
 With respect to the construct of authenticity, Chan, Hannah and Gardner 
mention that authenticity develops in parallel to morality. They postulate that 
authenticity and morality are mutually reinforcing in that one cannot be authentically 
immoral. Chan, et al. (2005) also believe authenticity includes an affective and a 
cognitive component of being true to oneself. In addition there is a valance component 
where the individual shows commitment to who they are, and finally a self-referential 
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expression component of needing to be perceived as authentic by others. 
Furthermore, with respect to authenticity Dasborough and Ashkanasy (2005) argue 
that a follower’s attributions of a leader’s intentions constitute the most critical 
determinant of authenticity perceptions. This by implication means that if followers do 
not perceive the leader as being genuine in his intentions then they will not perceive 
the leader as being authentic. 
Authenticity in a leadership role means more than just ‘being yourself’. It 
involves consistency and coherence within and between the leader’s various roles 
(Jones & Goffee, 2006). Jones and Goffee (2006) further emphasise that authenticity 
on its own is not enough and that the construct of authenticity involves consciousness 
(self-knowledge/awareness), coherence (self-consistency) and comfort (self-
groundedness). Jones and Goffee (2006) identify three critical elements of 
authenticity. Firstly, authentic leaders display a consistency between words and deeds 
and are therefore more likely to be seen as genuine and authentic. Secondly, they 
view authenticity as the capacity to display coherence in role performance. This means 
authentic leaders communicate a consistent underlying thread that displays the real 
self. The final element which according to Jones and Goffee (2006) is the internal 
source from which consistency in behaviour is drawn is comfort with self. Authentic 
leaders are characterised as hopeful, optimistic, resilient and transparent. These 
leaders are described by Fry and Whittington (2005) as moral/ethical, future orientated 
individuals who make the development of others a priority. By being true to their own 
values and acting in ways that are consistent with those values, authentic leaders 
develop their followers into leaders themselves. 
2.4.6.3. Authentic leadership defined 
 A review of the literature reveals that several definitions and dimensions of 
authentic leadership have been proposed (Eilam & Shamir, 2005; Gardner, et al., 
2011; Luthans, 2011; Northouse, 2010).  Authentic leaders are people who have 
achieved high levels of authenticity in that they know who they are, what they believe 
in and what they value. They act on these values and beliefs while transparently 
interacting with others. Avolio et al. (2004, p. 4) define authentic leaders as:  
those individuals who are deeply aware of how they think and behave 
and are perceived by others as being aware of their own and others 
values/moral perspective, knowledge and strengths; aware of the 
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context in which they operate; and who are confident, hopeful, 
optimistic, resilient and high on moral character.  
A fundamental principle is that an authentic leader can be directive, participative 
or even authoritarian. The behavioural style per se is not what necessarily 
differentiates the authentic from the inauthentic leader. Authentic leaders act in 
accordance with personal values and convictions to build credibility and win respect 
and trust of followers by encouraging diverse viewpoints and building networks of 
collaborative relationships. They lead in a manner that followers recognise as 
authentic. According to George (2003), authentic leaders genuinely desire to serve 
others through their leadership, are more interested in empowering the people they 
lead to make a difference and are guided by the qualities of the heart, passion and 
compassion as they are qualities of the mind. Avolio and Luthans  (2003) note that 
authentic leaders recognise and value individual differences and have the ability and 
motivation to identify people’s talents and help them build those talents into strengths.  
Northouse (2010) indicates that authentic leadership, unlike many other 
theories of leadership is still in the formative stages of development. Northouse (2010) 
goes on to describe authentic leadership from three different perspectives namely; 
intrapersonal, developmental and interpersonal. Each of these definitions is unique 
and helpful in clarifying the meaning of authentic leadership. Defined from an 
intrapersonal perspective, authentic leadership focuses on the leader and what goes 
on in the leader. It incorporates the leader’s self-knowledge, self-concept and self-
regulation. Northouse (2010) contends that authentic leaders exhibit genuine 
leadership, lead from conviction and are originals not copies.  
Northouse (2010) further approaches authentic leadership from a 
developmental perspective. Developmentally, authentic leadership may be seen as 
something that can be nurtured in a leader rather than being a fixed trait. Walumbwa 
et al. (as cited in Northouse, 2010) have taken a developmental approach to authentic 
leadership when they state that authentic leadership may be seen as patterned leader 
behaviour that developed from and is grounded in the leader’s positive psychological 
qualities and strong ethics. They suggest that authentic leadership is composed of four 
distinct but related components: self-awareness, internalised moral perspective, 
balanced processing and relational transparency.    
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The authentic leadership views expressed in the above definitions encompass 
certain common elements or principles which illustrate areas of convergence in 
defining the construct. Drawing from this common thread, the researcher emphasises 
the key areas of convergence with respect to authentic leadership. Firstly, authentic 
leaders have a positive view on the world, expressed as hopefulness, resilience, 
confidence and optimism. Secondly, they have a deep awareness of who they are. 
This self-awareness is grounded in a strong set of values and beliefs. Thirdly, 
authentic leaders all display a relational component. They believe in building, 
developing and serving their followers. Fourthly, they are true to themselves and 
genuine in their intentions, resulting in their ability to build trust amongst their followers. 
Finally, authentic leaders have a well-developed self-concept which is aligned through 
consistency in their behaviour and actions.  
2.4.6.4. Components of authentic leadership 
In their research, Avolio and Luthans (2003) established four components to 
authentic leadership namely; self-awareness, internalised moral perspective, 
balanced processing and relational transparency (Figure 1). According to Northhouse 
(2010) these four components have formed the foundation for the theory of authentic 
leadership.  
Self-awareness refers to the personal insights of the leader. Self-awareness 
includes reflecting on one’s core values, identity, emotions, motives and goals and 
coming to grips with who one is at one’s deepest level (Northouse, 2010). Gardner et 
al. (2011) believe that when leaders know themselves and have a clear sense of who 
they are and what they stand for, they have a strong anchor for decisions and actions. 
Followers see leaders with greater self-awareness as more authentic. George (2003) 
argues that leaders need to understand their purpose. Understanding self is the first 
step in authentic leadership. However, according to Goleman (1998) self-aware 
people are intuitive about what is right or wrong, and whether something fits with their 
preferences, values and wisdom. 
Internalised moral perspective refers to the self-regulatory process whereby 
leaders use their internal values and moral standards to guide their behaviour, rather 
than allowing their behaviour to be influenced by external pressures. Followers in turn, 
see leaders with an internal moral and values driven perspective as authentic, 
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because their actions tend to mirror their expressed values and morals (Northouse, 
2010).Dasborough & Ashkanasy (2005) argue that when a leader’s moral behaviour 
and intentions are perceived as genuine and trustworthy, attributions of authenticity 
and positive emotional reactions will follow. Internal moral perspective refers to a 
leader’s ability to control choices, actions and behaviour according to morals and 
ethics. Leaders are defined by their values and their character. The values of the 
authentic leader are shaped by personal beliefs, developed through introspection and 
a lifetime of experience. These values define the leader’s moral compass (George, 
2003). 
Balanced processing refers to the leader’s ability to listen to conflicting 
viewpoints (often in conflict with their own) and to objectively explore alternatives. 
Leaders who are skilled in balanced processing are seen as authentic because they 
are open to ideas and points of view outside of their own (Northouse, 2010). Avolio et 
al. (2005) argue that authentic leaders have a well-developed meta-cognitive ability. 
This ability enables them to not only think about moral issues, but reflect on how they 
think about such issues. As a result they are capable of looking at moral issues using 
a wide variety of lenses and perspectives. This breadth of perspective on decision-
making provides them with a more balanced and sophisticated understanding of the 
intricacies and trade-offs involved in complex ethical issues. It also pinpoints potential 
biases and blind spots that may impact and distort their assessments. These qualities 
allow authentic leaders to pursue high quality moral solutions because they have 
considered the interests of diverse stakeholders. 
Relational transparency refers to being open and honest in presenting one’s 
true self to others. Relationship transparency may be summarised as communicating 
openly, honestly and being real in relationships with others (Northouse, 2010). 
According to (Kernis, 2003) relational transparency occurs when individuals share 
their core feelings, motives and inclinations with others in the appropriate manner. It 
includes the individual showing both positive and negative aspects of themselves to 
others. In short, relationship transparency is about communicating openly and being 
in real relationships with others.  
Hannah et al.(as cited in Avolio et al., 2005, p. 391) describe how continual 
activation of an authentic moral leader’s values and ethical standards as part of their 
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working self-concept promotes relational transparency and contributes to elevated 
levels of follower trust. According to Kernis (2003) transparency is seen to play a 
central role in conceptions of authenticity. In order to be a leader you need followers. 
Effective leaders are engaged in a complex series of relationships that require 
cultivating and nurturing. The relational nature of leadership is about leaders knowing 
how to excite followers into improving their work performance (Goffee & Jones, 2006). 
Authentic leaders establish trusting relationships with people throughout the 
organisation as well as in their personal lives. The rewards of these relationships ̶ both 
tangible and intangible are long-lasting (George, 2003). 
In addition to the four components of authentic leadership Northouse (2010) 
identifies four other psychological capacities that have an impact on authentic 
leadership. The four psychological capacities are: confidence, hope, optimism and 
resilience. Avolio and Luthans (2003, p. 243) suggest that, “the authentic leader is 
confident, hopeful, optimistic and resilient”. According to Northhouse (2010) these 
positive attributes or capacities enhance a leader’s ability to develop the components 
of authentic leadership. Luthans (2011) argues that given the unprecedented turbulent 
times facing the world, the positive psychological capacity of resilience is considered 
an essential element in developing authentic leadership. Confidence refers to the 
leaders’ self-belief in their ability to accomplish set goals. Hope is a positive emotional 
state. Optimism refers to the cognitive process of viewing situations in a positive light 
and having favourable expectations about the future. Resilience is the ability to bounce 
back or recover from adverse circumstances (Northouse, 2010).  
Moral reasoning is a key factor in influencing authentic leadership. Northouse 
(2010) believes that developing the ability to make ethical decisions about right and 
wrong and good and bad is a lifelong journey. High levels of moral reasoning enable 
leaders to be selfless and make decisions in the interest of the good of the team, 
group, organisation or community (Northouse, 2010). 
A final factor influencing authentic leadership is critical life events. Critical 
events are major events that shape people’s lives such as; divorce, death of a loved 
one, major illness etc. Northouse (2010) argues that authentic leadership rests heavily 
on the insights people attach to their life experiences. By understanding their life 
experiences, leaders become more authentic. 
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2.4.6.5. Current research on authentic leadership and future directions 
As a result of writings on transformational leadership Bass and Steidlmeier (as 
cited in Avolio & Luthans, 2003) suggest that there are pseudo versus authentic 
transformational leaders. Luthans and Avolio (2003) then introduced the concept of 
authentic leadership development to literature with the goal of integrating Luthan’s 
(2002) work on positive organisational behaviour with the leadership development 
work of Avolio (1999). Their main purpose was to examine what constitutes genuine 
leadership development. They also highlight recent work in positive psychology as a 
foundation for examining how one might accelerate leadership development. Avolio 
and Luthans (2003, p. 243) define authentic leadership as, “A process that draws from 
both positive psychological capacities and a highly developed organisational context, 
which results in both greater self-awareness and self-regulated positive behaviours on 
the part of leaders and associates, fostering positive self-development”. This definition 
is a multilevel definition in that it includes the leader, the follower and the context. This 
multilevel definition of leadership addresses a criticism of leadership literature in that 
relatively few studies in any area of leadership have addressed levels-of-analysis 
issues appropriately in theory, measurement, data analysis and inference drawing 
(Gardner, Cogliser, Davis, & Dickens, 2011). 
There appears to be general agreement in the literature on four factors that 
cover the components of authentic leadership: balanced processing, internalised 
moral perspective, relational transparency and self-awareness (Avolio, Walumbwa, & 
Weber, 2009). Further studies have been conducted on the four constructs. 
Walumbwa, et al. (2008) used a multi-sample strategy involving US and non-US 
participants to determine the construct validity of a new set of authentic leadership 
scales. The study showed that the four constructs described above represent unique 
scales that are reliable. These four scales stacked on a higher-order factor, labelled 
‘authentic leadership’ that was discriminately valid from measures of transformational 
and ethical leadership. In addition, the study showed the four scales to be positive 
predictors of organisational citizenship behaviour, organisational commitment and 
satisfaction with supervisor and performance. Furthermore, Avolio et al. (2009, p. 424) 
suggest that defining and measuring authentic leadership is in the early stages of 
development when they state, “future research will need to offer additional evidence 
for the construct validity of this measure and it will also need to demonstrate how 
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authentic leadership relates to other constructs”. Avolio, et al. (2009) go on to promote 
the need for further research which examines how authentic leadership is viewed 
across situations and cultures and whether it is a universally prescribed positive root 
construct. This means that Avolio, et al. (2009) are proposing additional research to 
establish whether authentic leadership represents the base of good leadership 
regardless of form, examples being participative, directive or inspiring.  
 
Figure 2: Authentic Leadership Model Adapted from Avolio & Luthans (2003) 
Northouse (2010) sees authentic leadership as an emerging field of study with 
both positive and negative aspects. With respect to negative aspects, Northouse 
(2010) states that there is a lack of evidence with respect to the effectiveness of 
authentic leadership and how it is related to positive organisational outcomes. 
Secondly, Northouse (2010) believes that the moral component has not been fully 
explained and that the rationale for including positive psychological capacities as an 
inherent part of a model of authentic leadership has not fully been explained. 
On the positive front, Northouse (2010) believes that the authentic leadership 
theory provides a model for those searching for good and sound leadership in an 
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uncertain world. Secondly, authentic leadership is prescriptive and provides guidance 
in the development of authentic leadership capabilities. Thirdly, authentic leadership 
has an explicit moral dimension that asserts that leaders need to do what is right and 
good for their followers and society. Finally, rather than being fixed in its approach, 
authentic leadership is endorsed as a process that allows leaders to develop over time. 
2.5. CHAPTER SUMMARY  
Chapter Two presented a literary overview of leadership. Various definitions of 
leadership were considered. From these definitions, it was identified that leadership 
involves a leader anticipating the future. This is preceded by the leader building and 
communicating a compelling vision with which followers can identify and which 
inspires and motivates them to achieve inspirational goals. Leadership is also 
described as being about the development, growth and motivation of followers. This 
was followed by a discussion which emphasised the importance of leadership in 
organisations. Furthermore, an historical overview of leadership theory was presented 
which highlighted the major leadership approaches and the evolution of leadership 
theory.  
The focus of the literature review was the authentic leadership theory. The 
importance of authentic leadership having authenticity as its base construct was 
discussed. Authentic leadership was clearly defined in a discussion of its key 
components. The chapter ended with a discussion on current findings and proposed 
future research in the field of authentic leadership.  
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CHAPTER 3: RESEARCH METHODOLOGY  
3.1. INTRODUCTION 
This chapter describes the primary aim and method of the research study. The 
research procedures and data collection methods are discussed and a description of 
the data extraction and analysis methods is given. The preliminary methodological 
considerations and difficulties inherent in a psychobiographical study are explained as 
well as discussion of the strategies employed to overcome such difficulties. The 
chapter concludes with a review of the ethical considerations applicable to the study. 
3.2. PRIMARY AIM OF THE RESEARCH 
Ponterotto (2014, p. 88) contextualises the value and aims of 
psychobiographical research and its role in the development of the psychology 
profession when he states:  
The practice of psychobiography enhances the development of the 
psychology profession generally and the skills set of its practitioners 
through its joint emphases in history, psychological theory and 
methods, and sociocultural context. Psychobiographical research also 
promotes an expanded repertoire of research paradigms and 
approaches given its strong reliance on discovery-oriented, qualitative 
methods, which have been underutilised in mainstream psychology. 
Ultimately, a most critical test for the viability of the psychology 
profession is to understand and “thickly” describe the complexity and 
diversity of the individual life in holistic, historic, and cultural context.  
Psychobiographies are typically exploratory-descriptive in nature, and as such, 
the life story of Pretorius will be explored and described in relation to the theory of 
authentic leadership. The objective of the study is to focus on a single case, in order 
to realise an in-depth understanding of Pretorius the person, in his socio-historical 
context. Edwards (1998) describes exploratory-descriptive research as idiographic 
research, where the goal is not to generalise the findings to other cases or to develop 
theory.  
3.3. PRELIMINARY METHODOLOGICAL CONSIDERATIONS 
The researcher acknowledges the criticisms and potential obstacles inherent in 
the psychobiographical approach.  Significant methodological challenges need to be 
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addressed in order for a psychobiography to be deemed worthwhile or exact and for 
the research process to be valid (Anderson, 1981; Stroud, 2004). A review of the 
literature revealed a number of limitations associated with psychobiographical 
research. In the next section these limitations as well as the steps taken in this study 
will be discussed.   
            Analysing an absent subject: The value and validity of psychobiographical 
studies is often questioned due to “gaps in topical coverage, lack of 
representativeness of informants, and reliance on possible inaccurate retrospective 
reports” (Runyan, 1982, p.4). In the present study, the utilisation of a variety of different 
sources allowed the researcher to gather data which provided distinctive, diverse 
perspectives and ultimately led to a balanced and comprehensive portrayal of 
Pretorius’s life. Data sources included an autobiography, interviews, speeches and 
news articles (Table 1). 
           Researcher bias: A long-term, in-depth study of an individual’s life may cause 
the researcher to react personally and/or subjectively to the subject of the study. 
Schultz (2005) notes that the psychobiographer’s personal background and individual 
bias may intensify sensitivities about certain aspects of the subject’s life and 
personality. By honing in on certain characteristics of the subject and overlooking 
others, the researchers view of the subject risks being incomplete. Anderson (1981) 
warns that the researcher unintentionally runs the risk of idealising or degrading the 
subject. 
 Personal bias can be addressed by intensifying one’s self-awareness and by 
employing a variety of methodological guidelines in one’s research (Schultz, 2005). 
The researcher employed research triangulation whereby he consciously and 
objectively consulted multiple sources of data in the research process. In addition, the 
researcher integrated the unprejudiced feedback from his research supervisor in 
ensuring objectivity and scientific integrity of the research study.  
 Reconstruction: Reconstruction occurs as result of the inversion of 
psychological facts, allowing the psychobiographer to make inferences for which no 
direct evidence exists. This is likely to occur in the absence of verifiable data about the 
subject’s childhood history (Schultz, 2005).  In a conscious attempt to avoid the 
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phenomenon of reconstruction, the researcher focused on interpreting facts, not 
inferred facts, as verified by Pretorius’s own autobiography (Pretorius, 2013). 
  Reductionism: Anderson (1981) states that psychobiographies often tend to 
be criticised for being reductionist in approach. According to (Runyan, 1988) 
psychobiographies run the risk of (a) emphasising psychological factors at the 
expense of social and historical factors; (b) focusing on psychopathological processes 
at the expense of normal and creative processes; and (c) explaining adult behaviour 
in terms of childhood experiences. However, (Schultz, 2005, p. 10) cautions that 
“childhood can be key” to understanding the development of personality and should 
not be neglected in its entirety, stating that, “childhood is almost always a factor; it isn’t 
ever the only factor.” This study attempted to avoid or minimise reductionism by 
utilising multiple sources of data. As Runyan (1988) recommends, the study also 
endeavoured to appreciate the subject within his social and historical context.   
  Pathography: Schultz (2005) defines pathography as a form of reductionism 
that minimises the complexity of a holistic personality to static psychopathological 
categories and symptoms. The theory selected for this study ensured that 
patholiogising of the subject was unlikely. The theory of authentic leadership was 
applied to the life of Pretorius as opposed to the application of a psychological theory. 
In so doing the researcher focussed on understanding and interpreting the leadership 
development of the subject as opposed to analysing the subject’s psychological state. 
  Cross-cultural differences: Psychobiographical studies can be considered 
cross-cultural studies as the culture and period of the subject would differ from the 
researcher’s present day culture (Anderson, 1981). Runyan (1988), emphasises that 
it is fundamentally important to integrate the research subject’s psychological 
characteristics with the multitude of contexts within which the subject lives. The 
researcher considered cross-cultural factors that pertained to the subject, including 
the subject’s religious, historical, cultural, moral, economic, social and political 
background. The researcher also consulted a variety of primary and secondary 
sources of data as suggested by Yin (2014). 
   Inflated expectations: According to Anderson (1981) the psychobiographer 
should be aware that the psychobiographical explanations of a subject do not replace, 
but rather complement explanations from other fields of study. The biographer’s 
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explanations and interpretations can be seen as speculative rather than absolute 
(Anderson, 1981). Throughout the study the researcher remained cognisant of the fact 
that the results of the psychobiographical study were explanations and interpretations 
of the available data as opposed to being absolute and finite.  
   Elitism and easy genre: Runyan (1988) notes that psychobiographies have 
been criticised for being elitist and an easy genre. Elitist psychobiographies are 
perceived to only focus on prominent and privileged people while ignoring the lives 
and contributions made by ordinary individuals. However, value is to be found in the 
analysis of both elitist and ordinary individuals. Runyan (1988) goes on to say that the 
offered interpretation and analysis of the lived life in context rather than the elitism of 
the subject should be the key focus of psychobiography. Pretorius was selected for 
this particular study because of his significance as a business leader in South Africa. 
Pretorius has made unique and significant contributions (Yin, 2014).    
3.4. RESEARCH DESIGN AND METHOD 
This study can be described as longitudinal life history research (Runyan, 
1984). It employs a single case, holistic design, and it entails a psychobiographical 
case study over an entire lifespan. The research is exploratory-descriptive (Yin, 2014). 
The research method adopted is qualitative, and statistics are not employed in the 
analysis of the data. The study comprises an analysis of Pretorius’s life in terms of the 
theoretical propositions of authentic leadership theory. The research constructs an 
argument linking the life to the theory. Ponterotto (2014, p. 84) supports single theory 
research when he states, “My view is that single-anchoring models have value if they 
are comprehensively understood and applied. The key to strong theoretical anchoring 
in psychobiography is in-depth and comprehensive theoretical coverage of the historic 
subject.”  
The research is ‘morphogenic’, since it focuses on the life of a particular 
individual versus several persons. The study attempts to interpret the life of Pretorius ̶ 
a unique individual and leader. ‘Morphogenic’ is a term coined by Gordon Allport, 
referring to “studying individualised patterning processes in personality rather than 
totally unique personalities” (Elms, 1994, p. 16). Morphogenic research therefore 
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highlights a subject’s life in a holistic manner rather than as a sequence of isolated 
events.  
3.5. THE PSYCHOBIOGRAPHICAL SUBJECT 
     Case study approaches, like psychobiography, seek to understand the 
uniqueness and complexity of a lived life. According to Elms (1994, p. 16), there is 
significant value in the study of an individual life when he states:  
Surely the understanding of a single life can be an important goal in 
itself, with no necessity to justify it by reference to other ends. That’s 
especially true when the life being studied is one of the greats among 
humanity.  
McAdams (1988) posits that in psychobiography the life to be researched is 
usually that of a famous, enigmatic or paradigmatic figure. Pretorius was intentionally 
and specifically selected, therefore the sampling technique used was purposive. 
Pretorius was selected because of his significance as a prominent and successful 
businessman and leader. Pretorius’s life has had a significant impact on the business 
landscape of South Africa. Pretorius is widely acknowledged as one of the pioneering 
leaders in the South African motor industry (de Vos 2001; du Plessis 2011; du Toit 
2013; Gibbs 2010; Venter 2011). 
3.6. DATA COLLECTION  
For the purpose of this study information was gleaned from biographical and 
historical materials. Data was sourced from numerous primary sources (documents 
produced by the subject himself) and secondary sources (documents produced by 
others). This data included an autobiography, news articles, journals and magazine 
articles (Table 1). The data collection process was conducted via the Nelson Mandela 
Metropolitan University library, the internet, the EBSCO host database as well as 
Pretorius’s personal collection of published material.  
According to Yin (2014), one major disadvantage of relying on written or 
published materials is possible author bias. To minimise the impact of author bias and 
enhance internal validity and construct validity a strategy of data triangulation was 
used.  Data triangulation is where multiple sources are consulted in order to verify the 
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data gathered and strengthen the construct validity of the research (Yin, 2014). 
Ponterotto (2014) further emphasises triangulation in bringing reliability and validity to 
the study when he points out that, as part of the iterative research process the astute 
psychobiographer works to triangulate both data sources and research methods. For 
this purpose, the researcher has specifically created a table which lists the data 
sources (Table 1). The multiple data sources are listed in order to enhance the internal 
validity and construct validity of the study. 
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Table 1: Sources of Data 
According to Rudestam and Newton (1992), in order for research findings to be 
deemed reliable, they should be able to be replicated under similar circumstances. In 
addition, the researcher should use a consistent coding system during the collection 
of raw data. In the case of this study, the research was conducted using a 
chronological data extraction and analysis matrix juxtaposing the biographical data 
Table 1
Sources of data
Source Article Author Date Medium
Business Times Stepping away from the car C Barron 2014 Newspaper
Management SA Turnaround king D du Toit 2013 Journal
Trialogue Sustainability Review
Hard headed on results gentle 
hearted on people
F heyns 2013 Periodical
The Independent Pretorius credits wife with success N Mbuyazi 2013 Newspaper
Business Day
A dearth of leaders amid plenty of 
leaders
A Matshiqi 2013 Newspaper
The Herald
Weak leadership has dire 
consequences
L Butler 2012 Newspaper
Forbes The Mandela brand F Heyns 2013 Periodical
In the driving seat : Lessons in 
leadership
Book Brand Pretorius 2013 Autobiography
Rapport Die regte leiers nodig vir krisis E Kloppers 2012 Newspaper
Accounting SA
Thought Leadership conversation 
with Brand Pretorius
A du Plessis 2011 Journal
Engineering News Motor Man I Venter 2011 Periodical
Bidvoice Enduring leadership style L Wright 2011
Company 
Magazine
Finweek Driving force S Doneva 2011 Periodical
Wheels 24 Most trusted motorman to retire 2011 Newspaper
Business Times 
Pretorius retires after 38 years in 
motor industry
2011 Newspaper
Workplace An open minded mans success A Groenewald 2010 Periodical
McCarthy Management 
Conference
Effective leadership Agency 2010 Video
Leadership Nuanced leadership C Gibbs 2010 Journal
Management Today
The economy overshadowing 
every conversation
N Smit 2009 Journal
Strategic Marketing Moving metal M Simpson 2009 Journal
Management Today Effective Leadership B Pretorius 2007 Journal
The CEO Book Brand Pretorius P Koen 2005 Periodical
Financial Mail Back to basics D Furlonger 2003 Periodical
Leadership in the 21st Century Inspirational leadership B Pretorius 2003 Periodical
Finansies en Tegniek Brand slaan Anglo vure dood S Harris 2001 Periodical
The Future: Marketing in South 
Africa
The future according to Brand 
Pretorius
C Eardley 2000 Journal
Journal of Marketing Moving marketers
J de Beer and F 
Williams
2000 Journal
PR & Communications Excellence in communication K de Wet 1997 Periodical
Management Today Business transformation
A Hamilton- 
Atwell 
1997 Journal
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onto the theory. This process of data collection against a predetermined chronological 
and theoretical framework allowed for systematic categorisation of the data to ensure 
reliability of the findings. 
3.7. DATA EXTRACTION AND ANALYSIS 
One of the most difficult tasks confronting the psychobiographer is the reduction 
of the huge amount of information at the researcher’s disposal. This entails the 
examination, selection, extraction and categorisation of the appropriate data which 
must then be analysed. The researcher must have a strategy to facilitate this process 
(Yin, 2014). The analysis of case study data can be defined as a process of examining, 
extracting, categorising, tabulating and recombining evidence (Yin, 2003). Yin 
suggests that a case study database be created in support of the maintenance of a 
reliable chain of evidence.  In this study the researcher designed and utilised a data 
extraction and analysis matrix (Table 2) to ensure a consistent and quality data 
analysis. The matrix helped the researcher to make meaning of, and interpret, the 
biographical data in a systematic fashion. On the horizontal axis are the theoretical 
propositions, taken from the theory of authentic leadership. Each theoretical 
proposition is defined and poses a question, the answer to which is sought in each 
chronological life phase. On the vertical axis are the chronological life stages 
representing stages in Pretorius’s life. The data analysis matrix constitutes a data 
coding and reduction system which facilitates in analysing the data and 
conceptualising the case. 
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Table 2: Data extraction and analysis matrix 
3.8. ETHICAL CONSIDERATIONS 
Elms (1994) posits that there are limited ethical guidelines regarding 
psychobiographical research. This study was carried out in accordance with the ethical 
guidelines laid out by the Health Professions Council of South Africa. These guidelines 
include specifically the principles of (a) non-maleficence, (b) respect for the research 
participant, and (c) informed consent (HPCSA, 2008). To further safeguard the ethical 
integrity of the research, the researcher utilised data (autobiography, news articles, 
journals and magazine articles) which were published or in the public domain with the 
full consent of the research subject. 
Runyan (1984) advises that the main ethical consideration in conducting 
psychobiographical research is obtaining informed consent from the subject (if still 
Table 2
Data extraction and analysis matrix
1. Self-Awareness
2. Internalised Moral 
Perspective
3.  Balanced 
Processing 
4.  Relational 
Transparency
5.  Positive 
Psychological 
Capacities
Displays personal
insight and deep
understanding through
reflection on core
values, identity,
emotions and personal
goals
Behaves in a manner
consistent w ith personal
values and moral
standards
Objectively considers
conflicting view points in
exploring alternatives
even w hen in conflict
w ith ow n perspective
Presents an open and
honest approach w hen
presenting true self to
others
Displays confidence,
hope, optimism and
resilience
1. 0-25 years
2. 25-40 years
3. 40-55 years
4. 55 years<
Periods in
Historical 
Lifespan
Components of Authentic Leadership
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alive) or the subject’s close family and relatives. The researcher contacted Pretorius 
who personally gave his written consent to conduct the study. See (Appendix A). 
3.9. CHAPTER SUMMARY  
In Chapter Three the primary aim of the study, the research design and method 
as well as the psychobiographical subject were presented. The chapter highlighted the 
preliminary methodological considerations necessary for a psychobiographical study 
of Pretorius’s life. The data collection methods were discussed and a description of 
the data extraction and analysis procedures was given. In order to identify and extract 
the salient information, a model of authentic leadership was integrated into the study. 
This chapter also referred to a conceptual matrix used in this study, which enabled the 
systematic collection and interpretation of data. The chapter ended with a discussion 
of the ethical considerations deployed in the study. The following chapter will present, 
the presentation of the data in terms of the strategies outlined above and consider 
Pretorius’s life in terms of authentic leadership. 
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CHAPTER 4: FINDINGS AND DISCUSSION  
4.1. INTRODUCTION 
In this chapter the research findings on the leadership style of Pretorius are 
presented in the context of authentic leadership. The findings are discussed according 
to the four dimensions of self-awareness, internalised moral perspective, balanced 
processing, relational transparency and positive psychological capacities as 
presented by Avolio and Luthans, (2003). The impact of critical events is also 
considered. The dimensions are described below and then applied to, and illustrated, 
over the lifespan of Pretorius. 
4.2. THE DIMENSIONS OF AUTHENTIC LEADERSHIP AS APPLIED TO THE 
LIFE OF PRETORIUS 
4.2.1. Self-awareness  
Self-awareness refers to the personal insight of the leader. This is a process of 
self-discovery where individuals understand themselves as well as the impact they 
have on others. Self-awareness includes the individual reflecting on core values, 
identity, emotions, motives and goals and coming to terms with who they are. Self-
awareness, according Gardner, et al. (2011), is when leaders know themselves and 
have a clear sense of who they are and what they stand for. Self-aware leaders have 
a strong anchor for their decisions and actions. People usually view leaders with self-
awareness as more authentic.  
Early on in his childhood, Pretorius began to develop a personal philosophy on 
leadership. This perspective was significantly influenced by his mother’s selfless 
commitment to her family and community. The findings indicate that Pretorius’s 
mother’s example of servant leadership was instrumental in Pretorius’s embracing 
similar principles throughout his life career. Pretorius recalls, “My mother was the first 
real example I had of servant leadership, the philosophy that I would later come to 
embrace” (Pretorius, 2013, p. 23).  
When Pretorius was asked about the role and importance of mentors during his 
career he indicated that his mother was his most valuable mentor. Pretorius believed 
his mother’s influence in his life was built on strong values, principles and a caring 
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approach to raising her children as well as a willingness to serve others (du Plessis, 
2011). The findings of the study indicate that at an early age motor vehicles became 
a childhood passion which followed through to adulthood and formed the foundation 
for numerous critical career decisions. At the age of eight Pretorius knew he wanted 
to be a motor vehicle designer (Pretorius, 2013). Pretorius vividly recalls considering 
career options in his matric year: “Because of my passion for cars, I was determined 
to join the motor industry” (Pretorius, 2013, p. 20). Pretorius remembers his mother 
keeping scrapbooks he had made about cars at the age of nine. He recalls, “I never 
even considered a career in another industry. I was totally focused” (de Wet, 1997). 
George (2003) argues that leaders need to understand their purpose. Understanding 
self is the first step in authentic leadership. There is a close correlation between 
Pretorius’s journey of early self-discovery and coming to terms with his future career 
aspirations and the theoretical notion espoused in authentic leadership theory of the 
importance of the authentic leader knowing who and what they stand for. 
Pretorius’s first year at university was a disappointing personal learning 
experience. Wanting to design motor vehicles, Pretorius enrolled for mechanical 
engineering. He soon realised that the programme was not for him and that he was 
out of his depth with the level of mathematics and physics required (Pretorius, 2013). 
His growing self-knowledge of his strengths and weaknesses prompted Pretorius to 
change to a commerce degree. An ongoing process of self-analysis, understanding, 
acknowledgement and a non-defensive approach with respect to his personal 
limitations are characteristics Pretorius demonstrated throughout his career. Jones 
and Goffee (2006) are of the view that the internal source from which authentic 
consistency in behaviour is drawn, is comfort with self. Pretorius openly displayed an 
acceptance of self by acknowledging his strengths and limitations which according to 
the theoretical construct of self-awareness is fundamental in the journey to becoming 
an authentic leader. It can be inferred that through self-introspection and acceptance 
of his limitations, an emerging self-knowledge assisted Pretorius in making considered 
career decisions and displaying a consistency in his actions and behaviour. Later in 
Pretorius’s career, consistency in behaviour may have contributed to follower 
perceptions of authenticity and the resultant building of trust between leader and 
follower.    
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Avolio and Luthans (2003) believe authentic leaders are people who have 
achieved high levels of authenticity in that they know who they are and what they want 
to achieve. The findings indicate that as his career progressed Pretorius became 
aware of his personal leadership philosophy. For example, Pretorius joined McCarthy 
motor division as chairman and chief executive in 1995. Over the next eighteen 
months the division yielded poor financial results and the executive team also failed to 
function as a cohesive unit. Faced with demotion, Pretorius conducted a self-analysis 
on the root cause of the problem and where he had gone wrong (Gibbs, 2010). This 
self-reflection led Pretorius to admit the following: 
 Upon reflection the insights spurred me to action and the lesson 
stayed with me for the rest of my career. In the eyes of the board and 
my team members, I began investing my energy in the right things. The 
positive impact on my changed approach was evident almost 
immediately. Our financial results started improving (Pretorius, 2013, 
p. 52).  
 
Kernis’s extensive research (as cited in Avolio et al., 2005) in the field of social 
psychology, confirms that leaders who accept themselves for who they are and are 
not defensive with regard to personal shortcomings are more likely to be perceived as 
authentic. During his university years Pretorius worked at Kloppers, a local retail store 
in Bloemfontein. Encouraged by his business studies and the excitement of working 
in a sales environment, it was in this period that Pretorius realised his second passion 
in life was business (Pretorius, 2013).  
The findings indicate that ‘goal achievement’ and the ‘achievement of results’ 
were consistent themes throughout Pretorius’s life. Pretorius acknowledged whilst 
working as a student at Kloppers that attainment of goals was a great source of 
motivation to him. At Toyota he was similarly driven in his various roles to deliver 
market share targets and achieve business results (Heyns, 2013; Pretorius, 2013). 
The findings relating to Pretorius’s sense of fulfilment gained from goal achievement 
concur with an interview Gibbs (2010) had with Pretorius. Pretorius acknowledged that 
despite the personal stress he was confronted with in leading McCarthy through its 
darkest period into financial stability, what he had achieved was fulfilling and 
something of which he was extremely proud. 
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On completion of his studies Pretorius pursued a career in the motor industry. 
His first choice was Toyota. Pretorius’s preference for Toyota was prefaced by two 
factors. His father knew Dr Wessels personally and respected him. Secondly, 
Pretorius personally identified with the fact that Toyota South Africa was owned by an 
Afrikaans speaking South African who he personally held in high regard. Pretorius was 
appointed to Toyota. “As a car enthusiast I was in my element at Toyota. It actually 
felt as if my hobby had become my job” (Pretorius, 2013, p. 38). 
Pretorius was a market research specialist in his early years at Toyota. The 
findings indicate that early in his career Pretorius considered himself to be a specialist.  
He saw himself as a researcher and analyst and had not considered a career in 
management (Pretorius, 2013). His focus was on working hard and doing a good job. 
Pretorius was developing in terms of a future career and leadership identity. “In those 
early years I realised that passion, hard work, good relationships and teamwork are 
the key to success“(Pretorius, 2013). A watershed moment in how Pretorius viewed 
himself and his career potential occurred when Pretorius was attending a management 
meeting in 1976.  Colin Adcock, the then managing director of Toyota South Africa, 
identified Pretorius as a future leader. Pretorius (2013, p. 34) viewed this as a cathartic 
career experience: “I questioned the outcome with Colin. His answer was that I had 
the potential to succeed him one day. That single comment put me on my leadership 
journey”.  
Assuming the chairmanship of McCarthy, Pretorius was confronted with the 
possible insolvency of the retail group. By Pretorius’s own acknowledgement, this was 
an emotional and personal low point in his career. Pretorius admits that the lead-up to 
the McCarthy recapitalisation left him emotionally drained and physically exhausted. 
At times he felt humiliated and insufficiently skilled to handle the challenges the 
business faced. This was as a result of him not being professionally qualified as an 
accountant or a lawyer. His lack of knowledge in certain technical areas of the 
business left him feeling vulnerable and exposed (Pretorius, 2013). Pretorius saw this 
difficult and personally challenging period of his career as an opportunity for self-
reflection, development and personal growth. Pretorius (2013, p. 62) discloses the 
following: 
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 In retrospect the McCarthy insolvency and recapitalisation experience 
was not only enriching from a leadership perspective, but also 
incredibly fulfilling personally. It was a journey of self-discovery. In 
tough times we discover who we really are. 
 
Northouse (2010) states that from an intrapersonal perspective, authentic 
leadership focuses on the leader and what goes on in the leader. It incorporates the 
leader’s self-knowledge, self-concept and self-regulation. The findings suggest that a 
strong sense of self-awareness featured prominently in Pretorius’s life through all the 
historical periods of his career and contributed to the development of leadership depth 
in the later historical periods. Pretorius acknowledged that his leadership philosophy 
kept being transformed throughout his career. During his early career stages Pretorius 
associated leadership with power and authority. In the later part of his career Pretorius 
denounced the use of power and authority as the primary drivers in leadership. As his 
leadership awareness grew, and his leadership philosophy and values developed, his 
philosophy shifted to a fundamental belief that influence was the driving force in 
effective leadership. Pretorius’s evolving leadership philosophy concurs with the 
theory which positions authentic leadership as a dynamic process and a journey of 
self-development, as opposed to a static state in the leader.   Authenticity should not 
be conceived as either ‘present’ or ‘not present’ in a leader. There is consensus 
amongst the leading authentic leadership theorists that since people are never 
completely authentic or inauthentic, authenticity in the leader should be seen on a 
continuum ranging from less to more authentic. Authenticity should be seen as a 
continuous process of self-development in the leader (Avolio, et al., 2004; du Brin, 
2004; Erickson, 1995; George, 2003; Northouse, 2010). In his autobiography Pretorius 
(2013, p. 231), reflects on his leadership philosophy when he discloses the following: 
 When I arrived at Toyota at the age of 24, the key words I associated 
with leadership were importance, power and authority. I believed that 
leaders because of their position were entitled to respect and 
obedience. My personal background also conditioned me to accept 
that older people had more wisdom and insight than I had. My view 
today is different. I believe that leadership has nothing to do with 
position, title or status. Using positional power to lead represents the 
lowest level of leadership. People will follow because they have to, not 
because they want to. I know now that leadership is all about influence.  
 
Authentic leadership theory emphasises that authentic leaders have a desire to 
serve others through their leadership, are more interested in empowering the people 
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they lead as opposed to controlling them. In addition, authentic leaders value individual 
differences and strive to grow the talent in their teams with a view to empowering and 
influencing them to achieve mutually beneficial results (Avolio, et al., 2003; George, 
2003).    
According to Northouse (2010), authentic leadership should be seen as an 
ongoing developmental process. Developmentally, authentic leadership is something 
that can be nurtured in a leader rather than being a fixed trait. Further evidence to 
support Pretorius’s personal growth, self-awareness and the genuineness of his 
leadership development is evident late in his career when he addressed a McCarthy 
management conference. Pretorius communicated that he was in a position to share 
the sustainable leadership philosophy he had developed and internalised over his 
career lifespan. Pretorius’s leadership address was grounded in three themes namely 
head, heart and hands. Pretorius passionately encouraged the McCarthy 
management team to shift from being “bosses” and managing by fear and malicious 
compliance. Pretorius encouraged the management team to adopt a ‘servant- 
leadership’ approach, stating: “I believe implicitly in the philosophy of servant 
leadership, a leader needs to touch the heart before asking for the hand”. In the 
address Pretorius clearly described the link between the head through the leader 
having the right vision, following the right strategy and applying quality thinking to 
achieve business results. He then emphasised the heart and being principled, showing 
empathy and compassion, living the values and having a servant mentality. Finally he 
referred to the hands as a way of ensuring that there is a balance between head and 
heart. In closing Pretorius emphasised earning credibility, trust and respect as 
prerequisites to becoming an authentic leader (Francis, 2010). Northouse (2010) 
amplifies this thinking when he contends that authentic leaders exhibit genuine 
leadership, lead from conviction and are originals not copies.   
4.2.2. Internalised moral perspective 
The self-regulatory process refers to a process whereby internal moral 
standards and values are used to guide behaviour rather than allowing external 
pressures to control behaviour. It is a self-regulatory process because people have 
control over the extent to which they allow others to influence them.  Leaders with an 
internalised moral perspective are seen as authentic because their actions are 
consistent with their expressed beliefs and morals.  
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As indicated in the previous section Pretorius’s mother played an instrumental 
role in the development of his self-awareness.  Furthermore the evidence indicates 
that Pretorius’s family value system contributed significantly in the formation of his own 
value system. Pretorius grew up in a loving family with strong Christian principles. He 
was influenced by the example of his parents in particular his mother in living out these 
values. This is evidenced in the statement, “My mother was the biggest influence in 
my life. She applied her Christian values every day with conviction through charity 
work and her compassion towards other people” (Pretorius, 2013, p. 23).   
Pretorius’s Christian upbringing was the foundation stone for his moral 
philosophy. The findings of the study indicate that Pretorius inherited a strong 
connection to Christian values and principles from his parents. As a child he 
understood authority to be vested in his father and his Calvinist principles. Discipline 
was exercised at home and there was little confusion between right and wrong. The 
family environment had an impact on Pretorius’s moral and ethical development early 
on. “The principles taught to me by my dad had an undisputed and significant impact 
on me, such as the acceptance of responsibility and that you follow through on this 
responsibility to the very end” (Pretorius, 2013, p. 21).  
Northouse (2010) believes that developing the ability to make ethical decisions 
about right and wrong and good and bad is a lifelong journey. Pretorius recalls 
important life lessons learnt from his parents. These early lessons were the source of 
Pretorius’s value system. The key rules were always doing what is right, taking 
responsibility, telling the truth and realising that all actions have consequences. Today 
Pretorius reflects on his childhood and the values he embraced when he states, “A 
question that I sometimes ask myself is whether my Afrikaner heritage, honed by my 
father’s lessons and example, played an important role in my career. In my opinion it 
did, and in a positive way” (Pretorius, 2013, p. 22).   
Northouse (2010) indicates that internalised moral perspective refers to the self-
regulatory process whereby leaders use their internal values and moral standards to 
guide their behaviour, rather than allowing their behaviour to be influenced by external 
pressures. As a young student working at Kloppers, Pretorius’s adherence to moral 
values was challenged by having to deal with difficult and sometimes dishonest and 
abusive customers. This was a test for his consistency in applying his values. Pretorius 
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remains firm when he recalls, “Irrespective of behaviour I treated everybody with 
respect. Fortunately, the majority by far exemplified integrity and kindness and 
became my friends” (Pretorius, 2013, p. 28).   
The findings indicate that both his work experience at Toyota and being 
exposed to the Japanese culture and values played a role in shaping Pretorius’s moral 
perspective. Pretorius identified with the Japanese core value of respect for all people. 
In addition he found their respect for politeness, work ethic, loyalty, commitment and 
professionalism to be a great inspiration in his own life (Pretorius, 2013). Positive 
psychologists refer to authenticity as both owning one’s own personal experiences 
(‘the real me inside’) and acting in accordance with the true self (Luthans, 2011). 
Furthermore, according to George (2003), the values of the authentic leader are 
shaped by personal beliefs, developed through introspection and a lifetime of 
experience. These values define the leader’s moral compass. The evidence suggests 
that being true to oneself and acting in congruence with espoused values resonated 
with Pretorius, especially when confronted with moral and ethical dilemmas. Pretorius 
held his Afrikaner heritage and Christian values dear. He found himself in conflict with 
his own moral perspective and the socio-political realities of South Africa in the 
apartheid years. Pretorius (2013, p. 42) recalls:  
 My political awakening, fuelled by the conflict between my Christian 
principles and values and the impact of apartheid on my fellow man, 
led me to become involved in political activism in my own sphere of 
influence. At every opportunity I had to influence people in this regard, 
I made my voice heard. 
 
Findings indicate that in 1987 Pretorius was presented with a moral dilemma 
which tested his commitment and consistency to his values. Pretorius flew to Japan 
with the express purpose of convincing Toyota to relax trade sanctions on South 
Africa. Upon his arrival in Japan, Pretorius was taken to a cinema by the Toyota 
executives and shown the film Cry Freedom by Sir David Attenborough. The following 
day he was asked to justify the South African government’s actions as expressed in 
the film. Pretorius was presented with a dilemma. In order to be true to himself and his 
values he would have to denounce the apartheid government. In so doing he would 
risk the very purpose of his visit to Toyota Japan and more importantly risk the closure 
of Toyota South Africa. Pretorius (2013, p.42) recalls his response: 
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 I was caught between a rock and hard place. From a moral 
perspective, our country’s political system and the concomitant 
oppression of black South Africans were indefensible. I could not bring 
myself to condone the government’s actions. My plea to Toyota Japan 
was to continue with the supply of components for production at our 
plant in Durban, in order to keep 6000 workers employed. I made it 
clear that Zulu workers at our plant supported 12 people in their 
households on average. Finally, I gave the assurance that Toyota 
South Africa’s management team, with Dr Wessels at the forefront, was 
busy playing an important role in applying pressure to accelerate the 
process of political reform. 
 
Pretorius’s values were in direct conflict with the apartheid system. To Pretorius 
apartheid represented the ultimate sin (Pretorius, 2013). The data shows that Pretorius 
through his career endeavoured to contribute to the betterment of South Africa. In an 
interview when asked to comment on his retirement, Pretorius stated, “My generation 
has an overwhelming sense of responsibility. There is so much need in this country. I 
feel we owe it to our country to give back, who wants to live inwardly, in selfishness, 
anyway? “ (du Toit, 2013). Similarly, Avolio, et al. (2004) in their research establish 
that the influence and value of true authentic leadership extends well beyond bottom 
line success in addressing organisational and societal problems. Chan, Hannah and 
Gardner (2005), mention that authenticity develops in parallel to morality. They 
postulate that authenticity and morality are mutually reinforcing in that one cannot be 
authentically immoral. Pretorius’s moral leadership is identified by Heyns (2013) who 
believes Pretorius’s success is fundamentally associated with his transparent values-
centred leadership style. Pretorius over the span of his career developed and 
internalised a personal belief in the principles of a value-centric leadership approach. 
Heyns (2013) indicates that Pretorius valued and understood the importance of 
investing in people, instilling a culture conducive to people doing their best and leading 
by example through displaying the right values and principles. Avolio and Luthans 
(2003) confirm that authentic leaders act in accordance with personal values and 
convictions to build credibility and win respect and trust of followers. 
The study reveals that Pretorius’s espoused priorities, values and actual 
behaviour did not always apply at home. In considering the career move from Toyota 
to McCarthy Pretorius admits that the primary reason for his leaving Toyota and 
accepting the position at McCarthy was to establish a better quality of life for his family. 
“My ‘workaholic’ behaviour at Toyota had inevitably led to neglect of the people closest 
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to me. I was anxious to make a new beginning and to rediscover my family and joy of 
life in the process” (Pretorius, 2013, p. 49). The findings indicate that in reality this 
need Pretorius had to improve his and his families quality of life by spending more time 
with them did not manifest in tangible results. Despite the value Pretorius placed on a 
well-balanced family life, he was largely unable to self-regulate his priorities to achieve 
congruence between values and behaviour. Pretorius regretted not spending sufficient 
quality time with his family: “My work tended to enjoy priority most times. Looking back 
on my career, I regret not indulging in my hobbies and more importantly, missing 
special family moments” (Pretorius, 2013, p. 168). In an interview with Gibbs (2010, p. 
37) when asked about balancing work and family Pretorius responded, “Inevitably 
there were consequences, there was self-neglect and neglect of family, but they 
understood”. The need to reconnect with his family remained a deep seated priority 
and value for Pretorius to the extent that when asked about his retirement plans he 
made the following statement, “I am not really retiring I am embarking on a third career. 
I also have some work of rediscovery to do, specifically rediscovering my family and 
home life” (Wright , 2011, p. 7). 
Making a contribution to society resonated with Pretorius as a fundamental 
leadership principle. In reflecting on what determined his success Pretorius 
acknowledged that he had come to realise that leadership was not about, power, 
wealth or position. Pretorius believed good leadership was about making a contribution 
and making a difference in people’s lives (Venter, 2011). In an interview with de Wet 
(1997, p. 14) Pretorius, when asked what made him successful, attributed his success 
to the principles of openness and honesty in dealing with people. De Wet comments 
that Pretorius appears to be driven by making a difference in the lives of the people 
he interacts with when he states, “I have a natural interest in people which I think was 
cultivated by my mother, who was a strong influence in my life. She is herself a very 
warm and serving type of person”. According to Dasborough and Ashkanasy (2005) a 
follower’s attributions of a leader’s intentions constitute the most critical determinant 
of authenticity perceptions. This by implication means that if followers do not perceive 
the leader as being genuine in his intentions then they will not perceive the leader as 
being authentic. 
Du Plessis (2011) highlights that through the course of Pretorius’s career he 
went through a metamorphosis in his value system. In this process he moved from 
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personal success to significance. According to George (2003, p. 9), the purpose of the 
authentic leader is encapsulated in the following statement, “We need leaders who 
lead with purpose, values and integrity; leaders who build enduring organisations, 
motivate their employees to provide superior customer service and create long term 
value for all stakeholders.” In an interview with du Plessis, Pretorius admitted that as 
his career evolved, the realisation of how much emphasis he had put on his own 
results and achievements in his early career stages resonated with him. Pretorius goes 
on to explain that the fulfilment only came once he developed a different sense of 
purpose. In (du Plessis, 2011, p. 17)  Pretorius recounts: 
  When I discovered that personal success was really almost of 
secondary importance and the essence of human purpose is to make 
a difference, things really started to shift for me. Significance is to put 
other people in a position to achieve, and that has been the most 
rewarding part of my life. 
 
Pretorius was influenced by the suffering of the majority of South Africa’s 
people. The data revealed that Pretorius felt morally obliged to contribute to the social 
and economic upliftment and well-being South Africa’s less fortunate. Du Toit (2013) 
identified that a commitment to education and the upliftment of those less privileged in 
South Africa was central to Pretorius’s leadership philosophy.  Pretorius believed the 
role of business was to contribute to the upliftment of society as a whole. In line with 
Pretorius’s vision and under his leadership, the ‘Rally to Read’ educational programme 
was established. This programme focussed on improving the literacy and 
communication skills of primary school children in remote, disadvantaged schools. The 
programme positively impacted the lives of 40,000 learners and 1,100 teachers 
annually. It has been running for seventeen years. It was initiated by Pretorius and 
remains an important part of his life.  
 ‘Rally to Read’ not only became one of the most rewarding 
components of my career, it is also an integral part of my mission in 
life. Every year since 1998, over all the weekends in May, Tillie and I 
have hosted rallies in different parts of South Africa. ‘Rally to Read’ has 
become an extraordinary story of caring, collaboration and hope. It is 
about the things that move the human spirit - of giving, sharing, learning 
and discovering for the good of all (Pretorius, 2013, p. 55). 
 
The programme has been acknowledged by government as a successful model 
of business giving back to society and disadvantaged communities. In a recent public 
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address, Deputy President Cyril Ramaphosa (2014) made the following statement, 
“Rally to Read is an extraordinary story of what can be achieved if we work together”. 
Pretorius established a broad sense of business and leadership purpose beyond the 
profit motive to making a difference within his sphere of influence in South Africa. 
Avolio, et al. (2004) speculate that the reason people are interested in authentic 
leadership is because the influence of authentic leadership extends well beyond 
bottom line success and addresses organisational and societal problems. This 
leadership view directly relates to Pretorius’s own perspective when he acknowledges 
that corporates are part of a broader community and have wider responsibilities than 
just delivering to shareholders. Pretorius states that, “The essence of human purpose 
is to make a difference; this also applies to companies” (Heyns, 2013). Furthermore, 
the findings indicate that the personal sense of achievement and emotional well-being 
experienced by Pretorius as a result of making a difference beyond the economic 
motive resonated with his life purpose, personal beliefs and moral perspective:  
 The socio-economic challenges that our country faces are daunting, 
the needs out there are almost overwhelming. An integral and 
important part of our moral responsibility as leaders is to reach out, get 
involved, and make a difference. The goodwill and impact on corporate 
image is profound. However, the commercial benefits pale to 
insignificance in comparison to the emotional fulfilment socially 
responsible leaders enjoy. In my case it was life changing (Pretorius, 
2013, p. 158). 
 
One can reasonably surmise that the influence Dr Wessels had on Pretorius 
was significant. Pretorius’ exposure to the leadership philosophy of Dr Wessels 
contributed to the formation of his personal leadership and moral philosophy. Pretorius 
(2013, p. 116) discloses the following:  
 Spiritual intelligence involves our ability to live by values that seek 
meaningful purpose in what we do beyond just self-interest. Leaders 
who stand out in this area are not selfish and short-term oriented, they 
pursue something greater than personal glory. In my own business 
career I had Dr Albert Wessels as a role model of a business leader 
with spiritual intelligence. He saw himself as an Afrikaner industrialist 
who created a world class motor company here on the southern tip of 
Africa. He found fulfilment in the fact that Toyota South Africa created 
thousands of jobs and developed into a centre of excellence as 
acknowledged by Toyota Japan. The fact that he became famous and 
made lots of money seemingly did not matter to him. What did matter, 
though, is that he made a difference. 
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In acknowledging Pretorius’s contribution to the motor industry, the chairman 
of the National Automobiles Association (NADA), Derek Scorer (2011), made the 
following comments about Pretorius: “On a personal level I remain constantly inspired 
by the fact that dignified, ethical and principled conduct always wins the day, qualities 
held high by a gentleman such as Brand”. Furthermore, findings in this study suggest 
that Pretorius’s internal moral conscience, values and sense of right and wrong 
influenced his business life and major decisions throughout his career. Pretorius 
believed that value-centric leadership behaviour ultimately determines organisational 
success. His view was that integrity was the most essential attribute of a good leader. 
According to Pretorius’s philosophy true leadership emanates from the leader’s 
character and leaders cannot rise above the limitations of their character: “I believe 
that character is more important than the act of leadership” (Pretorius, 2013, p. 118). 
Dasborough and Ashkanasy (2005) espouse the view that authentic leaders are 
defined by their values and character. They believe that the authentic leader has the 
ability to control choices, actions and behaviour according to morals and ethics.  
Pretorius emphasises integrity as the precursor to trust and respect. Without 
integrity there is no trust and without trust there is no influence. The principle of 
integrity espoused by Pretorius was woven into the fabric of his Christian-centric value 
system which steered Pretorius’s behaviour in all spheres of his life. With respect to 
the personal connection between values and Christian beliefs Pretorius states: 
  Integriteit is absoluut onderliggend aan die mees fundamenteel 
beginsels waaran ek glo. Eerlikheid, openlikheid en om dinge aan die 
regte manier te doen. Anders gestel, die uitlewing van my Christelike 
geloof is die basis van my lewe (de Vos, 2001, p. 25). 
 
  Along with integrity Pretorius highlights moral intelligence as the leader’s 
conscience and moral compass in responding to circumstances and challenges (du 
Toit, 2013; Pretorius, 2013).  Pretorius in discussing his life lessons on leadership 
recalls the journey and admits that his leadership philosophy was one he wishes he 
had learnt from much earlier in his career. These leadership lessons are the 
fundamental principles of leading consciously and with conviction Pretorius (2013, p. 
163) in a moment of self-reflection recalls: 
 One’s leadership philosophy has to be authentic. As time goes by, one 
can amend and adjust, based on learning experiences, but the core of 
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one’s philosophy has to be genuine. It has to make sense in one’s 
mind, but most importantly its fountain needs to be one’s heart. It was 
Shakespeare who said: “This above all, to thine own self be true”. 
 
In recognition of his commitment to living a life of integrity, Pretorius was 
acknowledged by his peers in 1998 through the research company, Integrity Profiles 
International, as one of the top three high integrity business leaders in South Africa 
(du Plessis, 2011). 
4.2.3. Relational transparency 
The above dimension refers to being open and honest in presenting one’s true 
self to others. It is self-regulatory because individuals can control their transparency 
with others.  
The findings suggest that relationships were significant throughout Pretorius’s 
career. The evidence suggests that he cultivated meaningful and high quality 
relationships both as a leader and in his personal life. According to George (2003), 
authentic leaders establish trusting relationships with people throughout the 
organisation as well as in their personal lives. The rewards of these relationships both 
tangible and intangible are long-lasting. Pretorius’s earliest relationships were mainly 
centred on the family unit of his parents and siblings. Pretorius (2013, p. 24) recalls 
the relationships he forged with his brothers when he states: 
 All three of my brothers excelled in their own right and have always 
been a source of great encouragement to me. Apart from what I 
learned from them, my brothers love and support remains incredibly 
precious to this day. They are my best friends. 
 
At every important juncture in his career Pretorius acknowledged that his own 
family formed the crucible around which important decisions were made. Pretorius’s 
default position was to rely on his family’s open and honest inputs in all important 
decisions. This highlighted the value and strength of the family unit and the value of 
those relationships to Pretorius. A critical point in Pretorius’s career was the decision 
about whether to leave Toyota South Africa. Pretorius had started his career at Toyota 
and had been part of the organisation for twenty two years. Pretorius (2013, p. 48) 
discloses: 
 During our Christmas holidays I had the chance to thoroughly consider 
the pros and cons of a move to McCarthy. I was able to have long 
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discussions with Tillie and our sons, Brand, Jan-Louis and Jaco, about 
it, and also to pray about it again. Their opinions about my possible 
career change were of great importance to me. 
 
To further emphasise the value that Pretorius placed on the family relationships 
in his life and his willingness to learn from them and take guidance in all important 
aspects of his life, Pretorius (2013, p. 125) recounts: 
 Another valuable source of learning for me has been feedback from 
people whom I respect and whose judgment I trust. My wife Tillie is 
right at the top of the list, followed closely by my three sons. I have 
always attached enormous value to their input and I am blessed with a 
family that shares views honestly and constructively. Hierarchy does 
not exist in our home and that leads to open communication and 
candour. 
 
As Pretorius’s values and sphere of influence developed over time, so too did 
his own leadership and personal philosophy on life. The importance Pretorius placed 
on relationships in all areas of his life grew. Relational transparency requires that the 
individual is open and transparent with respect to feelings and motives. According to 
Kernis (2003), relational transparency occurs when individuals share their core 
feelings, motives and inclinations with others in the appropriate manner. Pretorius 
openly and transparently recognised the contribution of other people in the 
development of his career and the role these relationships played in shaping his career 
and leadership philosophy. From a professional perspective Pretorius (2013, p. 37) 
emphasises the relationship he developed with Colin Adcock, his mentor and 
Managing Director of Toyota South Africa when he states: “Without his inspiring 
example and mentorship my career would undoubtedly have turned out very 
differently. I am grateful for all the opportunities he gave me and for the way in which 
he empowered me”. 
The findings suggest that Pretorius’s fundamental belief in the value of 
relationships contributed to his leadership success. Pretorius held the philosophy that 
in order to be a successful leader, one requires the support of others. In the process 
of establishing a successful team Pretorius emphasised relationships built on honesty, 
trust and respect as the fundamental foundational elements. In building these 
relationships Pretorius (2013, p. 150) was willing to give of himself and display his true 
intentions with integrity, honesty and transparency:   
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 It is my firm belief that good relationships drive team performance. It 
is a fact that human relations are the pervasive, albeit invisible force 
behind great results. For this reason I strive to achieve harmony in my 
relationships, but never at the expense of principles or results. 
 
The value and importance Pretorius (2013, p. 151) ascribed to quality 
relationships is best illustrated in the statement he made when commenting on 
successful leaders: “Of all the rewards of my tenure as a leader, a legacy of good 
relationships based on mutual trust and respect, ranks among my most precious”. 
Northouse (2010), in commenting on the relationship transparency component of 
authentic leadership, describes relationship transparency as communicating openly, 
honestly and being real in relationships with others. Furthermore, according to Kernis 
(2003), effective leaders are engaged in a complex series of relationships that require 
cultivating and nurturing. The findings concur with this notion in that Pretorius spent 
time nurturing and building high quality relationships. By his own admission, 
relationships were a significant contributor to Pretorius’s leadership success. 
Pretorius was confronted with numerous career and leadership challenges. The 
findings suggest the relationships Pretorius had cultivated throughout his career 
contributed significantly to his efficacy in traversing these challenges. Pretorius (2013) 
explains that during the complex and challenging period leading into the 
recapitalisation of McCarthy he relied on his financial director Eugene Roden, and non-
executive chairman, Noel Phillips to acquire the funding required and manage the 
complexity of the deal. Pretorius admits that without the strength of the relationships 
he had with these senior executives he would not have succeeded in saving McCarthy. 
Furthermore, the findings indicate that through the McCarthy crisis Pretorius realised 
that he alone did not have the technical expertise required to turn the business around. 
Pretorius (2013, p. 62) acknowledges that valuable relationships with family, 
colleagues and friends made the difference and helped him to cope when he states, 
“The whole experience was certainly very humbling, but I found strength and 
consolation in the assistance and encouragement I received from family, friends and 
colleagues”.  
According to Kernis (2003), relationship transparency is about communicating 
openly and being in real relationships with others. This transparent approach to 
relationships according to the theory is important in building trust amongst leaders and 
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followers. One can infer from the findings that Pretorius gave of himself openly to his 
followers and was willing to show his true self. This is evidenced in Pretorius sharing 
leadership lessons learnt through the course of his career. Pretorius advises leaders 
to be honest with themselves as to their limitations and to constructively share these 
with those around them, so as to empower the building of a team comprising 
complementary skillsets: 
 Make peace with the improbability of excellence in all areas – I 
certainly had to. This inspired me to surround myself with people 
boasting complementary strengths, colleagues who could compensate 
for my weaknesses. Self-knowledge is the core as well as a willingness 
to openly acknowledge one’s own limitations (Pretorius, 2013, p.160). 
 
The findings indicate that the level of transparency with which Pretorius 
approached relationships positively impacted on his ability to build trust and as a result 
influence followers. An open, transparent vulnerability with an absence of ulterior 
motives allowed Pretorius to develop quality reciprocal relationships throughout his 
career. Pretorius (2013, p. 175) commented as follows on the topic of his leadership 
philosophy: 
 Leadership involves my loyalty to those around me, empowering them, 
caring about them, valuing them and needing them. From my approach 
they should gather that we are all in it together and that I do my best to 
act in everybody’s best interest. In my experience such an approach is 
richly rewarded. It unlocks a powerful dynamic in human behaviour. 
People reciprocate with support which enables you to reach levels of 
success you could never have achieved on your own.  
In an interview with Heyns (2013, p. 11)  when commenting on the positive 
influence Pretorius had on his life, the CEO of the Retail Motor Industry organisation 
(RMI), Jeff Osborne, made the following statement:  
 I was personally inspired by him. Often, when facing tough business 
and political challenges Brand managed to keep me motivated and 
positive. I am proud to say that once I reported to him and always 
regarded Brand as a colleague and a friend.  
4.2.4. Balanced Processing 
The above dimension is a self-regulatory behaviour. It refers to an individual’s 
ability to analyse information objectively and explore other people’s insights and 
opinions before making a decision. It also refers to avoiding favouritism and remaining 
unbiased. Balanced processing includes soliciting viewpoints from those who disagree 
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with you and fully considering their positions before taking your own action. Leaders 
with balanced processing are seen as authentic because they are open about their 
perspectives, but also objective in considering others perspectives.  
The literature available on Pretorius with respect to the development of 
balanced processing provided limited data. The shortfall in data has created difficulty 
in conclusively analysing and commenting on the construct. The lack of meaningful 
information may be an indication of the fact that balanced processing is largely an 
intangible process that takes place in the mind of the individual and is not necessarily 
documented. As a result, the researcher is required to draw inference from the 
available data on decisions made as to the quality of Pretorius’s decision making 
throughout his career. 
Avolio, et al. (2005), argue that authentic leaders have a well-developed meta-
cognitive ability. This ability enables them to not only think about moral issues, but 
also to reflect on how they think about such issues. As a result, they are capable of 
looking at moral issues using a wide variety of lenses and perspectives. This breadth 
of perspective on decision-making provides them with a more balanced and 
sophisticated understanding of the intricacies and trade-offs involved in complex 
ethical issues. These qualities allow authentic leaders to pursue high quality moral 
solutions because they have considered the interests of diverse stakeholders. From 
the available literature Pretorius does comment on his career experiences with specific 
reference to the area of decision making as it pertains to significant and important 
decisions. Pretorius indicated that his approach to important decisions was to detach 
himself from emotion, remain rational and avoid impulsive decision making. He also 
alludes to following a decision-making process consisting of a balance between 
confidence and humility and intuition and analysis. Pretorius (2013, p. 128) goes on to 
make the following statement which provides insight into his decision making 
processes and the balancing of multiple variables and stakeholders: 
 I make difficult decisions within the framework of the principles and 
values I hold dear. Fairness, openness, sincerity, candour and 
compassion inform my thinking and determine my behaviour. I do my 
best to put distance between the emotional and the rational 
considerations. I agonise about what would be in the best interest of 
the business in the long run, and how to still honour my commitments 
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to the well-being of my people. I pray and I consult with significant 
stakeholders and my confidants.  
What can be inferred from the above statement is that Pretorius adopted a 
principled, rational, inclusive and long-term approach to making important decisions. 
The findings further support the decision-making process adopted by Pretorius as 
being value-centred and an attempt to do what is right over what is expedient. 
Northouse (2010) notes that leaders who are skilled in balanced processing are seen 
as authentic because they are open to ideas and points of view outside of their own. 
When asked about his approach to decision-making Pretorius commented:  
Die wyse waarop ek gewigtige besluite aanpak, is om te bid vir raad en 
leiding. Daarna ervaar ek verantwoordelikheid. Ek doen alles in my 
vermoë om die beste advies te kry en alle alternatiewe te ondersoek 
(de Vos, 2001, p. 26). 
 
 Avolio, et al (2005) identify the role that emotions play within authentic 
leadership when they argue that authentic leaders possess a greater capacity for 
regulating their emotions during moral decision-making. Pretorius adopted a rational 
and consultative approach to decision making which attempted to reduce emotion and 
consider alternatives. 
4.2.5. Positive psychological capacities 
According to Northouse (2010) the following positive attributes or capacities 
enhance a leader’s ability to develop the components of authentic leadership. 
Confidence refers to the leader’s self-belief in their ability to accomplish set goals. 
Hope is a positive emotional state. Optimism refers to the cognitive process of viewing 
situations in a positive light and having favourable expectations of the future. 
Resilience is the ability to bounce back or recover from adverse circumstances. 
Developing associates refers to the development of team members and leaders 
(Northouse, 2010).  
The findings indicate that, Pretorius displayed positive psychological capacities 
of hope, optimism, resilience and confidence during periods of his life. Walumbwa et 
al. (as cited in Northouse, 2010) state that authentic leadership is grounded in the 
leader’s positive psychological capacities, qualities and strong ethics. His early family 
environment contributed to the development of these capacities. Resilience was 
inculcated at a young age. As a boy Pretorius’s father ensured that the boys all had 
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responsibilities and household chores. Pretorius tells of how on one occasion he had 
to walk a number of kilometres before sunrise to take the family cow for grazing. At 
dusk he would go and fetch the animal again. Another time when he was ten years old 
he could not identify the cow amongst the others so he returned home empty-handed. 
Despite the fact it was cold, windy and dark his father sent him back to fetch the cow. 
Responsibility had to be taken seriously and completed successfully. Pretorius (2013, 
p. 22) recounts, “Perseverance walks hand in hand with responsibility. This lesson 
became part of my being and served me well in later life”. Luthans and Youssef (2005) 
argue that given the unprecedented turbulent times facing the world, the positive 
psychological capacity of resilience is considered an essential element in developing 
authentic leadership. On numerous occasions during his career, Pretorius was 
confronted with insurmountable challenges that it may be inferred required of him to 
draw on his positive psychological capacities in order to succeed as a leader. Pretorius 
(2013) describes the period in his career when he was CEO of McCarthy and they 
were insolvent. He remembers not being able to sleep as the responsibility of 
leadership weighed heavily on him. In an interview with Doneva (2011, p. 48) Pretorius 
recalls: 
 I still had hope. I believed sincerely that we could turn the business 
around. My sense of responsibility, instilled since my childhood called. 
Thousands of jobs were at stake…the power of hope was our key 
source of energy and my task was to convince all the affected parties 
that our hope also had substance. It was a formidable challenge which 
required courage and resilience.  
The above recollection suggests that McCarthy’s insolvency challenges in 2001 
and the subsequent government-instituted public hearings brought significant 
pressure to bear on Pretorius as CEO.  Pretorius was severely tested with respect to 
his self-confidence and ability to cope with the pressure of leading an organisation on 
the brink of closure. Pretorius emphasises emotional hardiness in the face of adversity 
and in managing tough times as crucial to effective leadership.  Pretorius (2013, p. 
118) admits to not always coping during this period when he states: “In some instances 
I believe I was found wanting. It is an aspect that I am working on continuously in terms 
of my own personal development plan”. During these challenging times Pretorius 
relied on his support structures of family, friends and colleagues to remain resilient 
and to keep moving forward despite adverse conditions. Northouse (2010) argues that 
authentic leadership rests heavily on the insights people attach to their life 
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experiences. By understanding their life experiences, leaders become more authentic. 
Pretorius (2013, p. 170) further emphasises the power of hope in his own career 
challenges when he states: 
 I went through difficult periods in my career when only the hope that 
circumstances might recover inspired me to persevere. Even if there 
was a glimmer of hope it provided me with the additional mental 
strength and energy to see the day through. Hope, sometimes even 
naïve hope, prevented me from giving up. It added fuel to my fighting 
spirit and bolstered my determination. I discovered providing hope is a 
crucial leadership task. Occasionally I had to delve deep to find hope 
before I could share it. To be convincing one has to find issues of 
substance on which to base one’s hope. 
The findings indicate that the psychological capacity of optimism was an 
important driver in the leadership philosophy adopted by Pretorius. Despite leading 
organisations during challenging and sometimes desperate business circumstances, 
Pretorius provided optimistic leadership to the organisations he led. The result of this 
optimism, hope and resilient leadership contributed to positive business outcomes. 
These positive business outcomes are related in a personal interview Pretorius had 
with du Toit (2013) where he acknowledged that after being appointed as CEO of 
McCarthy he assumed the responsibility for saving the organisation from imminent 
bankruptcy. Du Toit (2013, p. 18) affirms the role Pretorius played in stabilising 
McCarthy and returning the organisation to profitability when she states:  
 Pretorius saved McCarthy from bankruptcy after it was declared 
technically insolvent in December 1999, due to massive debt write-offs 
in its Prefcor division, Brand’s leadership saw McCarthy successfully 
recapitalised, restructured and restored to financial health. Thousands 
of jobs were saved. Today the group employees 7000 people has an 
annual turnover in excess of R18b and it sells approximately 75000 
new and used motor vehicles annually.  
At the time of the crisis when McCarthy’s future was undetermined and the risk 
of closure for the company was at its highest Pretorius is on record for making the  
following statement which is evidence of the positive and resolute leadership approach 
he adopted under trying circumstances, ”I am committed to seeing the process 
through. I am aware of what people have lost and I will do all I can to restore 
shareholder value” (Furlonger & Gilmour, 2003, p. 19).  
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In an interview with Pretorius, Wright (2011, p. 7) remembers the positive 
attitude and approach Pretorius displayed towards his career even when asked about 
the extreme challenges he faced in having to turnaround two companies over a ten 
year period. What stood out for Wright and remained with her after the interview was 
the fact that instead of emphasising the difficulties he faced during these business 
turnarounds, Pretorius preferred to comment on the positive and how ‘blessed’ he had 
been to be associated with transformation and change. On a different occasion 
Pretorius was asked what he believed to be the main contribution he had made to 
saving McCarthy. On reflection Pretorius believed that providing people with purpose 
was a crucial element of success. In order to do this people needed hope. Pretorius 
eloquently points out: 
 Looking back, the key task I had at the time when the group was 
technically insolvent, was to give people hope, hope that tomorrow 
would be better than today. I observed first-hand the incredible power 
of hope and saw the power of the human spirit in action when people 
had a common vision of needing to save their company and restore its 
pride (du Plessis, 2011, p. 16). 
Avolio et al. (2004) describe authentic leaders as being who are confident, 
hopeful, optimistic, resilient and high on moral character. There was clear evidence 
that Pretorius displayed all the psychological capacities with particular reference to 
hope, confidence and resilience.  In an interview with Williams, (2000, p. 31) Pretorius 
indicated that he viewed his leadership role as one of providing hope and confidence 
in the future. “If I recognise that the essence of human purpose is hope, then optimism 
is the mechanism that fuels that hope. I need to be optimistic about the future”. 
4.3. CHAPTER SUMMARY 
This chapter has provided an overview of Pretorius’s life by highlighting events 
from both his childhood and his career. In addition, as the primary aim the chapter has 
presented data, drawn from the life of Pretorius, in support of the respective 
dimensions of the theory of authentic leadership. Another aim of the chapter was to 
discuss the theory of authentic leadership in relation to the findings. An overview of 
Pretorius’s childhood, education and career was provided in an attempt to capture 
glimpses of the person behind these experiences. We saw too how these experiences 
relate to the theory of authentic leadership. Pretorius is an outstanding role model for 
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authentic leadership. This chapter has also provided an account of his leadership 
philosophy revealed in his striving towards becoming a principled and authentic leader. 
Chapter 5 will address the conclusions, recommendations and limitations relevant to 
the present study. 
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CHAPTER 5: CONCLUSION  
5.1. INTRODUCTION 
This final chapter provides a summary of the research findings, a critique of the 
study, and recommendations for further research. 
5.2. THE AIMS OF THE STUDY REVISITED 
The primary aim of this study was to explore, describe, and interpret the 
leadership development of Pretorius in relation to the theory of authentic leadership. 
The study provided a picture of this significant figure in the world of business.This 
involved comparing the findings in the study with the theoretical propositions of the 
authentic leadership model.The aim of the proposed study was to generalise the 
findings of the research to the selected theoretical approach.The results regarding 
Pretorius’s authentic leadership can therefore not be generalised to a larger 
population. Instead, the study aimed at analytical generalisation (Yin, 2014). 
5.3. SUMMARY OF RESEARCH FINDINGS 
In their research, Avolio and Luthans (2003) establish the components of 
authentic leadership namely: self-awareness, internalised moral perspective, 
balanced processing, relational transparency and psychological capacities. These 
components form the foundation of authentic leadership. 
George (2003) argues that leaders need to understand their purpose. 
Understanding self is the first step in authentic leadership. The findings suggest that 
a strong sense of self-awareness featured prominently in every stage of Pretorius’s 
career and contributed to the development of leadership depth later on. Pretorius had 
always had a passion for cars and was determined to work in the motor industry. This 
he followed through to the extent that he spent his entire career in the motor industry. 
Furthermore, Pretorius openly displayed an acceptance of self by acknowledging his 
own strengths and limitations. On numerous occasions Pretorius acknowledged his 
shortfalls whether they were in his studies at university or as a senior manager in 
business. Kernis’s extensive research (as cited in Avolio et al., 2005) in the field of 
social psychology, confirms that leaders who accept themselves for who they are and 
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are not defensive about their personal shortcomings are more likely to be perceived 
as authentic. It may be inferred that his willingness to self-reflect and confront the 
reality of his own limitations contributed to Pretorius’s ability to gain the trust and 
respect of his followers and as a result influence them as their leader. In addition, 
Pretorius’s acknowledgement and personal ownership of his limitations at critical 
points in his career allowed him to avoid career setbacks and to take timely corrective 
action. 
 With respect to internal moral perspective, it appears that from an early age 
Pretorius developed a particularly strong set of values based on Christian principles. 
These values were demonstrated by both his parents. His mother in particular, 
exemplified a deep sense of caring and willingness to serve others. These core values 
formed the foundation for Pretorius’s leadership philosophy and had a direct impact 
on how he led and managed throughout his career. The value of discipline, accepting 
responsibility, respect for all people, doing what is right and taking ownership of one’s 
actions resonated with Pretorius and consistently influenced his behaviour and 
leadership. These values were demonstrated by Pretorius when he chose to make 
decisions that were morally correct rather than expedient. Du Plessis (2011) highlights 
that through the course of Pretorius’s career he went through a metamorphosis in his 
value system. In this process he moved from personal success to significance. 
Pretorius acknowledged this change when he owned the most rewarding part of his 
career to be assisting others to achieve their goals in life rather than focussing solely 
on personal success.   
Pretorius believed the role of business was to contribute to the upliftment of 
society as a whole. Du Toit (2013) identifies that a commitment to education and the 
upliftment of those less privileged in South Africa was central to Pretorius’s leadership 
philosophy. Pretorius made a significant contribution in this regard by establishing the 
‘Rally to Read’ programme which focussed on improving the literacy levels in 
disadvantaged rural schools. The programme (which has been in existence for 17 
years) positively touches the lives of 40,000 learners and over 1000 teachers annually 
and has been acknowledged by government as a role model of corporate citizenship. 
Avolio et al. (2004) speculate that the reason people are interested in authentic 
leadership is because its influence extends well beyond bottom line success and 
addresses organisational and societal problems. Furthermore, findings in this study 
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suggest that Pretorius’s internal moral conscience and values influenced his business 
life and major decisions throughout his career. Pretorius believes that value-centric 
leadership behaviour ultimately determines organisational success. He views integrity 
as the most essential attribute of a good leader. Pretorius emphasises integrity as the 
precursor to trust and respect. Without integrity there is no trust and without trust there 
is no influence. The principle of integrity espoused by Pretorius was woven into the 
fabric of his Christian-centric value system which steered Pretorius’s behaviour in all 
spheres of his life. Dasborough and Ashkanasy (2005) espouse the view that authentic 
leaders are defined by their values and character. They believe that the authentic 
leader has the ability to control choices, actions and behaviour according to morals 
and ethics. 
The findings suggest that the nurturing and building of meaningful, high quality 
relationships featured prominently in Pretorius’s life and may be seen as a 
fundamental contributor to his success as a leader.  According to Kernis (2003), 
relational transparency occurs when individuals share their core feelings, motives and 
inclinations with others in the appropriate manner. Pretorius openly recognises the 
contribution made by other people in the development of his career and the role these 
relationships played in shaping his career and leadership philosophy. The value and 
importance Pretorius (2013, p. 151) ascribes to quality relationships is best illustrated 
in the statement he made when commenting on successful leaders: “Of all the rewards 
of my tenure as a leader, a legacy of good relationships based on mutual trust and 
respect, ranks among my most precious”. The findings indicate that the level of 
transparency with which Pretorius approached relationships positively impacted on his 
ability to build trust and as a result influence followers and achieve successful business 
outcomes. An open, transparent vulnerability with an absence of ulterior motives 
allowed Pretorius to develop quality reciprocal relationships throughout his career. 
Northouse (2010) notes that leaders who are skilled in balanced processing are 
seen as authentic because they are open to ideas and points of view outside of their 
own. Pretorius says he approaches important decisions by detaching himself from 
emotion, remaining rational and avoiding impulsive judgements. He also alludes to 
following a decision-making process consisting of a balance between confidence and 
humility, and intuition and analysis. Pretorius adopted a rational and consultative 
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approach to decision-making in an attempt to reduce emotion and consider 
alternatives. 
According to Northouse (2010), positive psychological capacities enhance a 
leader’s ability to develop the components of authentic leadership. Pretorius frequently 
displayed positive psychological capacities of hope, optimism, resilience and 
confidence during his career. The findings suggest Pretorius to be a particularly 
positive, optimistic and resilient person. Pretorius was able to find the ‘silver lining’ in 
extremely challenging business situations. It can thus be inferred that his ability to 
accentuate the positive and suppress the negative contributed to Pretorius’s ability to 
influence followers to achieve goals which may otherwise not have been viewed as 
achievable. 
5.4. VALUE OF THE STUDY 
 The theoretical framework. The world in which we live has recognised the 
need for a new leadership paradigm. Former President Thabo Mbeki, recently 
delivered the Beyers Naude memorial lecture at NMMU where he spoke of a 
leadership vacuum not only in South Africa and the African continent, but globally 
(Zandile, 2015). Authentic leadership theory is considered to be particularly relevant 
as a leadership development framework in the current context of the challenges facing 
contemporary society (van Dierendonck, 2011). Avolio and Luthans’ theory of 
authentic leadership was applied in this research as a means of providing a framework 
in which to describe and explore the life of Pretorius. The model and theory were useful 
in extracting, analysing and interpreting the leadership development of Pretorius. 
Furthermore, by utilising a theoretical framework for authentic leadership, the reliability 
of the study was enhanced, and the pathological focus that is common in 
psychobiographical research was reduced. 
 The psychobiographical subject. The selection of Pretorius as a 
psychobiographical research subject is valuable in that he is widely acknowledged as 
having made a substantial leadership contribution to leadership in South Africa. 
Furthermore, given the iconic figure Pretorius became as a leader in the motor industry 
and in South African society, he was a fitting and appropriate psychobiographical 
subject.  
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 Psychobiographical case research.  The researcher understands this study 
to be the first psychobiographical case research to be conducted on the life of Brand 
Pretorius. Pretorius’s life was evaluated in the context of authentic leadership theory. 
This study makes a unique contribution to understanding Pretorius’ leadership 
development in the context of authentic leadership theory. 
A dynamic perspective was gained and the psychobiography enhanced by 
viewing Pretorius’s development through the lens of authentic leadership theory. By 
adopting Avolio and Luthans’ definition of authentic leadership, the researcher 
explored how Pretorius’s leadership development contributed to the formulation of the 
dimensions of self-awareness, balanced processing, relational transparency, 
internalised moral perspective and positive psychological capacities.  
5.5. LIMITATIONS OF THE STUDY  
Section 2.4.6.5 of Chapter 2 is dedicated to an evaluation of Avolio and 
Luthans’ theory.  This section will thus emphasise only one other limitation inherent in 
the present study.  To the best of the researcher’s knowledge, the present study is the 
first attempt to integrate the theory of authentic leadership into a psychobiographical 
study. The aim of psychobiographical research is to expand an existing body of 
knowledge. Psychological explanations were thus not conveyed as absolute 
assertions by the researcher, but rather as descriptive interpretations. 
Despite consensus amongst leadership theorists that authentic leadership 
develops over time in the life of a leader, there is currently no theoretical framework to 
show how authentic leadership develops over a leader’s lifespan. The current model 
proposed by Avolio and Luthans offers a static representation of the key dimensions 
of authentic leadership. Future research could explore which factors are instrumental 
in effecting the development of authentic leadership. This research could develop an 
explanatory framework for determining what sort of impact individual dimensions have 
on the developmental stages of authentic leadership. 
  The psychobiographical subject. Chapter 3 dealt with the selection of 
Pretorius as a research subject. The researcher found that Avolio and Luthans (2003) 
authentic leadership theory was a relevant theory to explore and describe Pretorius’s 
leadership development in the context of his career. A particular challenge was 
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summarising and capturing a life on paper within the restrictions of a Master’s research 
treatise.  Time constraints meant that the study was methodologically confined (see 
Chapter 3).  While no interviews were conducted with colleagues, acquaintances and 
relatives of the subject, information (interviews, speeches, authorised biographies, 
books) on the subject was gathered from the public domain.  The researcher 
triangulated data in order to reveal the information most pertinent to Pretorius’ 
leadership development. 
  Psychobiographical case research. Chapter 3 talks about the validity of a 
psychobiographical case study. Whilst difficulties inherent in psychobiographical 
research (e.g., credibility, research bias, reductionism, elitism, cross-cultural 
differences and inflated expectations) were addressed along with the researcher’s 
attempt to safeguard against these difficulties, additional limitations to the present 
study cannot be ignored. The present study therefore, did not aim to generalise the 
research finding to the population at large, but rather to expand and confirm the 
theoretical frameworks utilised in the research. Interpretations offered in the context 
of this study are descriptive and must be viewed in the context of the theoretical 
grounding of the present study. 
5.6. RECOMMENDATIONS FOR FUTURE RESEARCH 
Future research on the life of Pretorius is recommended. Research on a larger 
scale, beyond the limitations inherent in a Master’s level treatise, would allow for an 
in-depth analysis of the life of Pretorius. In such a study it would be useful to utilise 
both leadership and personality development theory to analyse Pretorius’s life.  A 
comparison between the findings of such contrasting approaches would improve 
insight into the relationship between leadership and personality development. An 
alternative research strategy could be to apply the theoretical propositions of authentic 
leadership to the lives of multiple business leaders. Such a strategy might identify 
common as well as contrasting findings that either support or refute the theoretical 
underpinnings and dimensions of the authentic leadership model. 
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5.7. CHAPTER SUMMARY 
The aims of the research study were achieved by reviewing the span of 
Pretorius’s career against the backdrop of Avolio and Luthans’ (2003) authentic 
leadership theory. Whilst limitations inherent to the study were noted, its applicability 
to authentic leadership theory as demonstrated in the life of an individual became 
evident.  This study aimed to add to the field of psychobiographical research, it also 
aimed to gain a different perspective on leadership. It was not merely concerned with 
how individuals lead but about their potential to lead successfully. Just as the study of 
Pretorius complements the body of psychobiographical research, it is hoped that his 
style of leadership might be emulated by societal leaders who face enormous 
challenges. 
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